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ARTICLE A: AGREEMENT

This Agreement, effective July 1, 2025 through June 30, 2028, is made and entered into
this June 22, 2022 by and between the Morongo Unified School District, hereinafter referred to as
the "District", and the California School Employees Association and its Chapter 29, hereinafter
referred to as the "Association" or "CSEA."

ARTICLE B: RECOGNITION

The Morongo Unified School District (hereinafter referred to as "District") acknowledges
the California School Employees Association and its Chapter Number 29 (hereinafter referred to
as "CSEA") as the exclusive bargaining representative for the purposes of the Rodda Act
Government Code Section 3540 et seq. for the employees in the bargaining unit, comprised of
the following classifications:

Administrative Services Class

Account Clerk - Purchasing

Account Specialist - Attendance

Account Specialist — Benefits/Payroll

Account Specialist — Budget

Account Specialist — Payroll

Account Technician - Accounts Payable

Account Technician — ASB

Accounting & Compliance Analyst — Nutritional Services
Administrative Assistant — Child Welfare/Attendance
Administrative Assistant — Department/Program
Administrative Assistant — Elementary
Administrative Assistant — Continuing High School
Administrative Assistant — Secondary School
Budget Analyst

Community School Site Liaison

District Receptionist

Graphic Services Assistant

Graphic Services Manager

Health Technician

Human Resource Technician

Information Technology Infrastructure Foreman
Information Technology Network Systems Specialist
Information Technology Support Specialist
Instructional Media Specialist

Licensed Health Technician
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Office Assistant - School

Office Clerk — School

Office Technician — Expanded Learning
Office Technician — Maintenance

Office Technician — Special Education
Office Technician - School

Registrar

Registrar Alternative School
Safety/Compliance Officer

Secretary — School

Site Technology Support Specialist
Special Education Compliance/Data Technician
Student Information Systems Technician
Maintenance and Operations Class

Air Conditioning and Heating Mechanic — Worker
Air Conditioning and Heating Mechanic - Skilled
Automotive and Heavy Equipment Mechanic - Skilled
Custodial Trades Foreman

Custodian

Custodian — Lead

Lead Grounds Worker

Grounds/Maintenance Heavy Equipment Operator
Grounds/Maintenance Foreman

Groundskeeper

Information Technology Infrastructure Technician
Maintenance Carpenter - Skilled

Maintenance Electrician - Skilled

Maintenance Painter - Skilled

Maintenance Roofer - Skilled

Maintenance Worker - General

Maintenance Worker/Fabricator/Welder
Maintenance Worker/Locksmith

Senior Custodian

Senior Custodian - With gymnasium

Warehouse Worker

Warehouse Worker - Lead

Instructional Services Class

Computer Lab Assistant

Expanded Learning Opportunities Program Facilitator (ELOP Facilitator)

- 2 -
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with mutual agreement between the District and CSEA.

Expanded Learning Opportunities Program Tutor (ELOP Tutor)
Instructional Assistant/Behavior

Instructional Assistant/Bilingual

Instructional Assistant/Classroom
Instructional Assistant/Deaf-Hearing Impaired
Instructional Assistant/ESL

Instructional Assistant/PBIS

Instructional Assistant/Physical Education
Instructional Assistant/Severely Disabled
Instructional Assistant/Special Education
Instructional Assistant/ Visually Impaired

Job Coach

Job Developer/Coach

Library Media Center Clerk

Library Media Center Technician

Special Circumstance Instructional Assistant
Speech Language Pathology Assistant
Nutritional Services Class

Nutritional Service |

Nutritional Service Il

Nutritional Service Satellite Lead
Nutritional Service Secondary Lead
Nutritional Service Multi - Site Lead
Security Services Class

Campus Safety Coordinator
Noon Supervisor
Secondary Campus Supervisor

All bargaining unit classifications shall be negotiated into and/or out of the bargaining unit

classification(s) in dispute shall be submitted to PERB for determination.

The parties shall make a good faith effort to archive all obsolete job descriptions.

ARTICLE C: DISTRICT RIGHTS
It is understood and agreed that the District retains all of its powers and authority to direct,
manage, and control to the full extent of the law. Included in but not limited to those duties and
powers are the exclusive right to: Determine its organization; direct the work of its employees;
determine the times and hours of operation; determine the kinds of levels of services to be

- 3 -

If no agreement is reached, the
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provided, and the methods and means of providing them; establish its educational policies, goals
and objectives; ensure the rights and educational opportunities of students; determine staffing
patterns; determine the number and kind of personnel required; maintain the efficiency of District
operations; determine the curriculum; build, move or modify facilities; establish budget procedures
and determine budgetary allocation; determine the methods of raising revenue; contract out work
as limited by Education Code; and take action on any matter in the event of an emergency. In
addition, the District retains the right to hire, classify, assign, evaluate, promote, terminate, and
discipline employees within approved District policy.

The exercise of the foregoing powers, rights, authority, duties and responsibilities by the
District, the adoption of policies, rules and regulations and practices in furtherance thereof, the
use of judgement and discretion in connection therewith shall be limited only by the specific and
express terms of this contract; and then only to the extent such specific and express terms of this
contract; and then only to the extent such specific and express terms are in conformance with
law.

ARTICLE D: ASSOCIATION RIGHTS

Section 1

CSEA and its designated representatives shall have the right of access to areas in which
bargaining unit employees work, for the purpose of conducting Association business, providing
that the conducting of such business shall not interfere with the work of other bargaining unit
employees in the area. CSEA representatives shall notify the site administrator of their presence
on campus.

Section 2

A. The Association may make reasonable use of school mailboxes, and bulletin board
spaces designated by the Superintendent, subject to the following conditions: (a) all postings for
bulletin boards or items for school mailboxes must contain the date of posting or distribution and
the identification of the organization, together with a designated authorization by the Association
President or designee; (b) a copy of such postings or distributions must be delivered to the
Superintendent or designee at the same time as the posting or distribution. The District agrees
that mail routed through the District mail system shall not be opened if clearly marked
"confidential" by the unit member.

B. The Association may make reasonable use of the District email system subject to the
following terms and conditions:

1. On behalf of the Association, the CSEA Chapter President and/or CSEA officer designee
may only use the District email system for the purpose of distributing official communications to
unit members. Association use of the District email system shall not interfere with unit members’
performance and/or assigned duties. Only the Association through its designated representatives,

and not individual unit members, shall have the right to use the District's email system for
— 4 —
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Association business under this section.

2. Communications sent by the Association through the District's email system shall
contain the CSEA logo and the identifier: “From CSEA Chapter 29.”

3. CSEA shall notify the Assistant Superintendent of Human Resources of the identity of
the Chapter President’s designee, if any, for email purposes. At the time of distribution, the
Association shall transmit to the Assistant Superintendent of Human Resources a copy of any
official communications distributed through District email to unit members.

4. Except as provided above, the District's Board Policy/Administrative Regulation 4040
on Employee Use of Technology shall continue to govern the use of the District’s electronic mail
system.

5. The Association acknowledges that the email system is not private and the District may
monitor email use at any time without advance notice or consent.

6. The Association and its officers, representatives, and members shall not use the District
email system for political activities, as prohibited by Education Code section 7050, et seq.

7. Personal information regarding students, parents, or other employees including
telephone numbers, home addresses, or other confidential information shall not be disclosed or
distributed.

Section 3

A reasonable number of Association designated representatives will exclusively receive
time off from duties to process grievances at all levels, to prepare for and participate in the
negotiations process, to represent unit members in disciplinary matters, and to represent unit
members in other meetings with District administrators where the unit member has requested
Association representation. The Association will designate in writing to the Superintendent the
bargaining unit employees who are to receive the time off. The designated representative(s) will
make every attempt to inform the immediate supervisor in sufficient time for a substitute to be
obtained.

Section 4:

District shall provide the CSEA Chapter President and Labor Relations Representative
with reasonable written notice of its intent to make changes within the scope of representation, for
purposes of providing CSEA a reasonable amount of time to negotiate with the District over the
proposed changes. The Superintendent or designee will meet on a monthly basis with the Review
Committee of CSEA Chapter 29 to discuss mutual concerns. Either party may include issues,
including those related to sub-contracting or contracting out bargaining unit work on the agenda.
The District shall respond as soon as practical to requests for information related to any proposed
District project or matter. The Association shall have the right to negotiate the decision and/or
effects of a proposed plan to contract out bargaining unit work.

Section 5

A. The District shall provide each new bargaining unit employee with a letter from the CSEA

President and a copy of this Agreement. The District shall prepare and distribute copies of the
— 5 —
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Agreement and shall provide a copy to each current bargaining unit employee.

B. The District shall provide CSEA notice of any newly hired bargaining unit employee,
within (10) work days of date of hire. The District shall concurrently provide CSEA with the
following employee information: full name, date of hire, classification and title, FTE value (e.g.
1.00 or.75), pay rate, work site location(s), work phone number, work schedule, District email
address (if one is assigned to the bargaining unit member), home address and phone number.
CSEA will maintain the privacy of the employee’s information. “Newly hired employee” means any
person newly assigned to a classified bargaining unit position as probationary or permanent
employee

C. New Employee Orientation

In the event that the District conducts employee orientation sessions for newly hired bargaining
unit employees, CSEA shall also have the right to meet with the newly hired bargaining unit
members for up to thirty minutes during the orientation.

Section 6

Notwithstanding any other section of this Agreement, each school year, the CSEA Chapter
29 President or designee(s) shall receive one hundred and thirty (130) hours total release time,
subject to reasonable regulation by the District, in order to conduct proper Association business.
CSEA may request additional hours which may be approved by the Superintendent or designee.
Such one hundred and thirty (130) hours total annual leave may be allocated by CSEA among
the CSEA President and/or designee(s). Unused hours of Association leave, up to fifty (50), may
be carried over into the next year.

In addition, five (5) days per delegate, not charged to any other leave, may be used by the
Chapter President and Chapter Delegates for the annual CSEA statewide conference. These
days are solely for this purpose and may not be carried over.

Section 7 CSEA Representative Leave

A. As provided by Education Code section 45210, the Association may use paid release
time for attendance at local or state level CSEA activities. This section shall apply only to (1) an
elected officer of a local school district public employee organization, or a statewide or national
public employee organization with which the local organization is affiliated, or (2) a reasonable
number of unelected classified employees for the purpose of enabling an employee to attend
important organizational activities authorized by the public employee organization.

B. The Association will furnish the District with the list of the elected or appointed state level
officers who are members of this chapter within thirty (30) days of election or appointment.

C. The Association President or designee will make every attempt to submit each notice
of state level or chapter level CSEA related absence, in writing, to the District at least ten (10)

working days prior to when such release time is to occur.
Section 8 Flex Option for Chapter Meeting Attendance for Nightshift Unit

Members:
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Unit members who work nightshift shall have the option to flex their hours on union meeting
days by no more than three (3) hours in order to attend meetings of the CSEA Chapter 29
membership. Unit members must notify their supervisor at least three working days prior to
the meeting. CSEA agrees to verify attendance of said unit members per this section, and

shall provide such verification to Human Resources upon request.

ARTICLE E: BARGAINING UNIT EMPLOYEE RIGHTS

Section 1

The District and Association recognize the right of bargaining unit employees to form, join
and participate in lawful activities of employee organizations and the equal alternative right of
bargaining unit employees to refuse to form, join or participate in employee organization activities.

Section 2

Neither the District nor the Association shall unlawfully discriminate against any bargaining
unit employee with respect to the application of any specific provision contained in this Agreement
on the basis of race, ethnicity, gender, religion, national origin, age (as provided in Federal and
State law), physical disability (as limited by State law), marital status, pregnancy, sexual
orientation, membership or lack of membership in an employee organization, or for participation
in lawful organization activities or refraining from participation in employee organization activities.
Violations of this section shall not be subject to the grievance procedure contained in this
Agreement if the claim is currently under review and jurisdiction of an outside agency such as the
Department of Fair Employment and Housing (DFEH) or Equal Opportunity Commission (EEOC).

Section 3

Bargaining unit employees shall not be held accountable for lost, damaged, or destroyed
property unless negligence can be clearly shown.

Section 4

All permanent bargaining unit employees shall be entitled to all rights, benefits and burdens
of employment until termination through a freely tendered voluntary resignation or as otherwise
provided by this Agreement.

ARTICLE F: SAVINGS PROVISIONS

If any provisions of this Agreement are held to be contrary to law by a court, that provision
shall be deemed invalid, but all other provisions shall continue in full force and effect.

In the event future court rulings in PERB decisions render any provisions of the Agreement
beyond the scope of bargaining, the parties shall meet and negotiate within thirty (30) days for the
purpose of arriving at a mutually satisfactory replacement for such Article or Section.

If the Legislature, during the term of this Agreement, expands the scope of negotiations,
the parties shall meet and negotiate, upon the request of CSEA, regarding the subjects thus

- 7 -
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added to the scope of negotiations.

ARTICLE G: MAINTENANCE OF STANDARDS

Except as otherwise provided herein, the District shall not, during the term of this
Agreement, change those written policies, regulations or district wide standard practices which
fall within the scope of bargaining without prior notification to and negotiations with the
Association.

ARTICLE H: MAINTENANCE OF MEMBERSHIP

1. Employee Payroll Deductions

The Association shall have the sole and exclusive right to payroll deduction for its members
in the unit, including regular dues. The District shall deduct, in accordance with the CSEA dues
schedule, dues from the individual paycheck of all employees who are members of CSEA.

2. Terms of Membership

The District shall not interfere with the terms of any agreement between CSEA and the
District’'s employee with regard to that employee’s membership in CSEA, including but not limited
to automatic renewal yearly unless the worker drops out during a specified window period. The
District need not keep track of this period which shall be tracked by CSEA within its membership
database.

3. Separation From Unit

The provisions of the Article shall not apply during periods that an employee is in “out of
paid status” for more than thirty (30) days. If an employee is paid for a prior “out of paid status”
period, his/her representational dues or fees shall be deducted and paid to CSEA.

4. Change In Dues

Any change in dues will be submitted to the District, in writing, thirty (30) days prior to the
effective date of such changes.

5. Forfeiture of Deductions

If the balance of any employee’s wages, after all other involuntary and insurance premium
deductions are made in any one pay period, is not sufficient to pay deductions required by the
Agreement, no such deduction shall be made for that period. However, the dues for that pay
period remain due and payable by the employee and the dues for that pay period will be deducted
over the next four (4) months.

6. Membership List
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A list of all employees whose deductions have been submitted to the California School
Employees Association shall be presented to the CSEA Chapter of the District.

7. Hold Harmless and Indemnification

CSEA shall defend and indemnify District for any claims arising from its compliance with
this article for any claims made by the employee for deductions made in reliance on information
provided by the employee organization to the employer to cancel or change membership dues
authorization. The employer shall be required to promptly notify CSEA of any claims made by
employees relating to dues authorization. CSEA shall have the exclusive right to decide and
determine whether any such action shall be compromised, resisted, defended, tried and
appealed.

ARTICLE I: CONCERTED ACTIVITIES CLAUSE

1. It is agreed and understood that there will be no strike, work stoppage, slow-down,
picketing during the employee’s scheduled work hours or refusal or failure to fully and faithfully
perform job functions and responsibilities or other interference with the operations of the District
by the Association or its officers, agents, or members during the term of this Agreement.

2. The Association recognizes the duty and obligation of its representatives to comply with
the provisions of this Agreement and to make every effort toward inducing all Association
members to do so.

3. ltis agreed and understood that any employee violating this Article may be subject to
discipline up to and including termination by the District.

ARTICLE J: LAYOFF AND REEMPLOYMENT
Section 1: Definitions

A. "Layoff" is defined as an involuntary separation from District service due to lack of work
or lack of funds.

B. Classifications are as set forth in the Appendix 1 of this Agreement.

C. "Classification" is defined as positions that are assigned the same title, job description,
minimum qualifications and salary range

D. "Seniority" is defined as the total straight-time hours in paid status within a Classification
plus higher Classifications. If two (2) or more bargaining unit employees have equal seniority as
defined herein, the employee with the earliest hire date with the Morongo Unified School District
will be considered most senior. In the event a tie still exists, order of layoff shall be determined
by lot.

E. “Date of Hire”/"Hire Date” is defined as the first day of paid service in a bargaining unit
position.

F. Qualification or qualified shall be defined as 1) previous service in the position unless

— 9 —
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the bargaining unit employee failed probation in that position, or 2) meeting the minimum
qualifications set forth in the job description as applied pursuant to Article P, Section 3 of this
Agreement.

G. Like hours is defined as an equal number of hours to the bargaining unit employee’s
original hours.

Section 2: Procedure

A. In the event of a layoff in any classification, layoff shall be in reverse order of seniority
with the least senior employee in the affected classification being laid off first.

B. Bargaining unit employees to be laid off shall be notified by certified mail sent to the
most recent address provided to the District by the employee. The notice shall be deposited in
the U.S. Mail no later than March 15 for layoffs effective in the ensuing school year and
concurrently emailed to the employee at his/her email address, with a copy to CSEA. The notice
shall contain the effective date of layoff, the reason for layoff, displacement rights (if any) and a
copy of Article J of this Agreement.

C. When, as a result of the expiration of a specially funded program, classified positions
must be eliminated at the end of any school year, and classified employees will be subject to layoff
for lack of funds, the employees to be laid off at the end of the school year shall be given written
notice in accordance with Ed Code 45117 informing them of their layoff effective at the end of the
school year and of their displacement rights, if any, and reemployment rights. However, if the
termination date of any specially funded program is other than June 30, the notice shall be given
not less than sixty days (60) prior to the effective date of their layoff.

D. After notification of displacement rights (if any) the employee must notify Human
Resources of his/her intention to exercise displacement rights within seven (7) work days.

Section 3: Displacement Rights (Bumping)

In the event of a layoff in any classification (specific job), the layoff will be in reverse order
of seniority within the classification (specific job). That means that the employee with the least
seniority in the classification (specific job) will be the first laid off in the affected classification
(specific job). A bargaining unit employee receiving a notice of layoff may exercise bumping rights
in the following manner:

1. If the employee is qualified and has sufficient seniority, he/she may displace the
employee with the lowest classification seniority in equal classifications (same
salary range) which the bargaining unit employee has previously worked.

2. Ifthe employee is qualified and has sufficient seniority, he/she may displace the
employee with the lowest classification seniority with like hours and/or months
assigned in a lower classification (lower salary range) which the bargaining unit
employee has previously worked.

_lo_
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3. Ifan employee lacks the seniority to bump into any equal or lower classifications,
as described above, the employee may then move into any classification which
he/she meets the minimum qualifications where a vacancy exists.

4. A unit member displaced by the operation of this layoff procedure shall have the
same layoff rights and may exercise seniority displacement as though he/she
was being laid off.

5. In lieu of the displacement rights described herein a unit member may accept
reassignment to a vacant position in an equal or lower classification.

Section 4: Reemployment Rights

A. Employees who have been laid off shall be placed on a reemployment list for thirty-nine
(39) calendar months.

B. Employees who, through operations of this Article, receive fewer hours or assignment
to a lower classification shall be placed on the reemployment list for an additional twenty-four (24)
months.

C. Offers of employment shall be made in order of seniority as vacancies occur in
classifications for which the laid off employee is qualified.

D. Individuals on a reemployment list shall have three (3) work days to respond to a verbal
offer of reemployment which, if declined, will be followed by a written verification of the declination,
or five (5) work days to respond to a written offer sent by certified mail, beginning the day it is
deposited in the U.S. Mail to the most recent address supplied to the District by the employee.

E. Failure to respond within the time specified, a refusal of make-whole employment in
one’s prior classification or failure to return to work on the designated date shall cause the
individual's name to be permanently removed from the reemployment list. That failure to respond
to an offer upon first becoming eligible shall not cause the employee's name to be removed from
the reemployment list, provided the employee has previously notified the District in writing of
his/her temporary unavailability to accept an offer of reemployment. The period of unavailability
shall be limited to one occurrence and shall be for a period not to exceed forty-five (45) calendar
days.

F. An employee who elects separation in lieu of displacement or who voluntarily accepts
reassignment to a vacant position in another classification without exercising displacement rights,
shall maintain his/her reemployment rights under this Article.

G. Bargaining unit employees in layoff status shall have the right to participate in
promotional examinations within the District.

Section 5: Reduction in Hours

A. A reduction in hours shall be treated in the same manner as a layoff under this
Agreement.

B. If there is a reduction in hours, including a reduction in the work year, of any positions
in a classification, employees shall, in order of seniority, be entitled to displace/bump a less senior

unit member in the classification regardless of the hours or months assigned, which may result in
— l l —
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the more senior unit member receiving greater hours or months assigned than in his/her prior
assignment.

C. Notwithstanding any other section of this Agreement, the District shall notify CSEA,
Chapter 29, in writing, of any impending reduction in hours of bargaining unit employees at least
six (6) weeks prior to Board of Education consideration of the proposed action. Upon the written
request of CSEA, the parties shall meet and negotiate the decision and effects of any proposed
reduction in hours.

Section 6: General

A. The parties recognize that non-bargaining unit employees in Confidential and
Management positions have layoff, displacement and reemployment rights that may allow
displacement of bargaining unit employees. Such rights shall be consistent with the terms of this
Article.

Section 7: Notice

A. The District shall notify CSEA, and its Chapter 29, in writing of any impending layoff or
reduction in hours or work year of bargaining unit employees prior to publication of the agenda of
the Board of Education meeting at which the layoff is to be considered. The District will afford
CSEA the opportunity to negotiate the impact of such action on negotiable subjects, including the
decision to reduce hours of bargaining unit positions. If CSEA, within fifteen (15) calendar days
of notice, makes a written request to bargain, the parties shall meet and negotiate such actions
which are negotiable. Any request to bargain shall not delay the sending out of layoff notices or
otherwise delay the implementation of the District’'s action to lay off bargaining unit employees,
provided the layoff notice requirement per Educational Code 45117 is met.

Section 8: Seniority List

During September of each year the District will compile an accurate seniority list covering
each employee and class under this Agreement. The seniority list shall indicate current
classification and class seniority as of June 30th of the previous school year. This seniority list
shall be posted on the CSEA, Chapter 29, bulletin board at each school site and work location
and ten (10) copies shall be provided to the CSEA Chapter 29, President. An employee who
wishes to protest his/her length of service on the seniority list or who disagrees with the seniority
hours credited, must file the protest with Human Resources within thirty (30) calendar days of
the posting of any subsequent list which shows a change in his/her seniority from that on the
last prior list. Each protest shall be answered in writing with a copy to CSEA and its Chapter 29.
If an error has been made, the list will be corrected and the correction will appear on the next
published list. In addition to the annual seniority list provided for above, the District shall update
the seniority list at the time any layoff or reduction in hours notice is given.

- 12 -
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ARTICLE K: GRIEVANCE PROCEDURES

The purpose of a grievance policy shall be to establish an effective means of resolving
difficulties which may arise among employees, at the lowest possible level, and to establish and
maintain recognized two-way channels of communication between district employees.

Each employee shall be assured the opportunity to make known his/her grievance as
it/they relate to any alleged violation of this contract. It shall be understood that it is the right of
the employee to make known his/her grievance freely, and without reprisal, through established
procedures. The grievance procedure should be the sole procedure available to bargaining unit
employees for the resolution and adjustment of complaints and grievances against the District.
DEFINITIONS

1. Grievance: A grievance is a claim by a grievant of an alleged violation, misapplication

or misinterpretation of rules, procedures, and/or provisions of this Agreement.

2. Grievant: Any bargaining unit employee or Association Officer filing a grievance.

3. Supervisor: A person designated by the District as the management supervisor of the
bargaining unit employee.

4. Day: A day is any day in which the central administration office of the Morongo Unified
School District is open for business.
GRIEVANCE PROCEDURE

In order to afford each grievant an opportunity to have his/her grievance heard and acted

upon, the following procedure is to be followed:
Informal Level

Before filing a formal written grievance, the grievant shall attempt to resolve it by a
maximum of a thirty (30) minute informal conference with the grievant's immediate supervisor.
Level |

The bargaining unit employee shall state, in writing on forms provided by the District, the
specific problem or grievance and discuss the situation with his/her management supervisor.

If the grievant does not file a grievance form with the grievant's management supervisor
within thirty (30) calendar days after the grievant is aware of the alleged contract violation or
should have been aware of the alleged contract violation, the right to grieve shall be waived.

Upon receipt of a grievance form from the grievant, the management supervisor shall meet
with the grievant within ten (10) days to discuss the grievance. The management supervisor shall
provide a written response within ten (10) days after said meeting.

Level Il

If the grievant is not satisfied with the disposition at Level |, the grievant may, within ten
(10) days, appeal the grievance to the Superintendent or designee, by filing a Level Il grievance
form. The Level Il grievance form will contain a place where the grievant may request to meet

personally with the Superintendent or designee to discuss the grievance.
— 13 —
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Upon receipt of a written request, the Superintendent or designee shall, within ten (10)
days, hold a meeting with the grievant.

Within ten (10) days following the meeting or receipt of the grievance if no meeting is held,
a written decision will be provided by the Superintendent or designee.
Level lll

In the event that the grievant is not satisfied with the decision of the Superintendent or
designee, the grievant may appeal the decision, in writing, within ten (10) days, to the Board of
Education. The Board of Education shall review the grievance and issue a decision at the earliest
scheduled meeting after notice of the appeal has been given. However, upon receipt of a written
request, filed with the notice of appeal, the Board of Education shall schedule a hearing date for
the grievance and render its decision not later than the Board of Education meeting at which the
hearing is held.
Level IV Binding Arbitration

In the event the grievant is not satisfied with the decision of the Board of Education, and,

if the grievance alleges violation of the Agreement, the matter may be submitted to arbitration by
filing a written request no later than fifteen (15) days following the decision by the Board of
Education. No grievance will go to binding arbitration without the consent of the Association.

If the District and the Association are unable to mutually agree upon an arbitrator, they
shall, within ten (10) days of receipt of the request for arbitration, ask that the American Arbitration
Association submit a group of seven (7) names. The parties shall alternately strike names from
the list supplied until one (1) name remains, who shall then be the arbitrator. The arbitrator shall
be immediately notified of the selection and a hearing date shall be set mutually agreeable to all
parties.

The arbitrator shall limit the decision to the specific issue or issues submitted. The
arbitrator shall have no authority to alter, amend, add to or subtract from the specific provisions of
this Agreement. The arbitrator's decision shall be final and binding on the parties.

Fees and expenses of the arbitrator shall be borne equally by the parties and other costs
or expenses shall be paid by the party incurring them.

Optional Mediation
Section 1: Request for Mediation

At any time prior to Level IV, Binding Arbitration, the District and the Association may
mutually agree to submit the grievance to mediation. The Superintendent or designee shall
submit to the California State Mediation and Conciliation Service, a written request for the services
of a mediator. The function of the mediator shall be to assist the parties to achieve a mutually
satisfactory solution of the grievance by means of the mediation process.

Section 2: Settlement of Grievance

If a satisfactory resolution of the grievance is achieved by means of this mediation process,
both parties to the grievance shall sign a written settlement agreement and thus waive the right

of either party to any further appeal of the grievance.
— 14 —
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Section 3: Mutual Waiver

If no satisfactory resolution of the grievance is reached within ten (10) days of the first
meeting with the mediator, either party may appeal the grievance to the next level.
General Provision

1. No reprisals of any kind shall be taken by any party to this procedure against any
grievant, any witness, any representative or any other participant in the grievance procedure by
reason of such participation.

2. Forms for filing and processing grievances and other documents necessary under the
procedure shall be prepared by Human Resources of the Morongo Unified School District and
given appropriate distribution, so as to facilitate operation of the grievance procedure.

During the grievance procedure, all documents, communications and records shall be
considered confidential, and shall be kept separate from the personnel file of the participant.
During the grievance procedure, all of the above materials shall be available to the participants.
This is not intended to preclude the fact that duplicate or evidentiary matter may also be located
in the bargaining unit employee's personnel file.

3. A grievant may be represented at all stages of the grievance procedure by the
bargaining unit employee or, at the employee's request and at the option of the Association, by a
representative determined by the Association. The District shall not agree to the resolution of a
grievance until the Association has received a copy of the grievance and the proposed resolution
and has been given the opportunity to file a response. No grievance may be submitted for binding
arbitration without the consent of the Association.

4. Failure at any level of this procedure to communicate the decision on a grievance within
the specified time limit shall permit the aggrieved employee to proceed to the next level.

5. Failure at any step of the procedure to appeal a grievance to the next level within the
specified time limit shall be deemed as acceptance of the decision as rendered at the previously
reviewed level.

6. The time limit specified at any level of this procedure may be extended by mutual
agreement of the parties.

7. All communications, notices and papers required to be in writing shall be served
personally or by registered mail, return receipt requested.

8. The Morongo Unified School District Central Office shall be the central repository for all
grievance records.

9. If a grievance affects more than one employee with different management supervisors,
the grievance may be submitted by the Association for and on behalf of the bargaining unit
employees at Level |l of the grievance procedure. In that event, the Association must file a Level
Il Grievance Form to the District within thirty (30) calendar days of the alleged contract violation,

or the right to grieve shall be waived.
— 15 —
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10. The District and the Association may mutually agree to waive any level of the
grievance procedure.

ARTICLE L: COMPENSATION AND BENEFITS

Should the District agree to increase the total compensation of any other represented or
unrepresented District employees for the 2025-2026 year, the District agrees to increase the
classified bargaining unit total compensation by the same percentage with the same effective
dates unless that agreement with other represented or unrepresented District employees is a
multi-year agreement. (Additional work days or work hours required of MTA unit members shall
not be considered increased compensation for the purpose of this agreement.)

Section 1: Salary

Effective July 1, 2025, an amount equivalent to 2.3% total compensation package distributed to
all unit members employed as of October 1, 2025 as follows: a 0.14% non-retroactive, ongoing
salary increase effective as of the date of final approval of this agreement and a health and welfare
employer contribution increase valued at 2.16% for employees with health and welfare plans.

In addition, a $750, non-prorated off schedule bonus shall be paid to all unit members
employed as of November 1, 2025.

A. Bargaining unit employees shall be paid in accordance with the rates established for
each classification as set forth in the Appendix of this Agreement.

B. All new bargaining unit employees shall be placed at Step 2 of the salary range of the
classification to which the bargaining unit employee is assigned unless they have verified
experience in the same classification in another TK-12 public school district (including public
charter schools) in which case the district will accept up to three (3) years experience to move
them up to 3 steps on the salary schedule, not to exceed step 5.

C. Bargaining unit employees shall move to the next higher step of the appropriate salary
range each year on the bargaining unit employee's anniversary date as defined in Section 2,
below.

D. Bargaining unit employees who earn an Associate or Bachelor degree from a college
or university accredited by an accrediting agency recognized by the U.S. Secretary of Education
shall be paid at one (1) range higher than that currently designated for their classification.

Section 2: Anniversary Date

A. Each bargaining unit employee shall be assigned an anniversary date when he/she is
hired. The anniversary date shall be the first of the month in which employment as a bargaining
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unit employee begins.

B. Once a bargaining unit employee's anniversary date is established, it shall not be
changed if the employee is promoted, demoted, reclassified, or in any other manner, affected by
a change in classification or salary range.

Section 3: Placement Upon Demotion

A. A bargaining unit employee who accepts a voluntary demotion, a voluntary demotion
in lieu of layoff, or one who exercises displacement rights in a lower classification in lieu of layoff,
shall be placed on the step of the salary range for the lower classification which is closest to the
salary rate that the bargaining unit employee earned in the higher classification, provided that the
bargaining unit employee shall not receive a salary increase thereby.

B. In other demotions (such as specified in Article R), the order shall specify the step of
the salary range for the lower classification at which the bargaining unit employee shall be placed.

Section 4: Step Placement Upon Promotion

A. Placement upon promotion shall be at the lowest step in the new range which provides
at least five percent (5.0%) increase in salary.
B. Differential pay shall not be considered in determining placement.

Section 5: Step Placement Upon Reallocation

When a position or classification is reallocated to a higher salary range and such allocation
is not the result of reclassification action as defined in Article W, incumbents shall remain at the
step to which they were assigned prior to the reallocation.

Section 6: Time of Salary Payment

A. Bargaining unit employees shall be paid at least once per month no later than the last
working day of the month in which the bargaining unit employee was in paid status.

B. Any payroll error resulting in insufficient payment to a bargaining unit employee shall
be corrected and a supplemental warrant issued not later than five (5) working days after the
bargaining unit employee provides notice to the payroll department.

Section 7: Pay for Bargaining Unit Employee Temporarily Working Another Position

A. A bargaining unit employee who replaces a bargaining unit employee who is absent or
who works in a vacant position shall be paid not less than his/her current rate of pay. Such
assignments shall be at the request, convenience and sole discretion of the District.

B. If the bargaining unit employee works for a bargaining unit employee in a higher
classification, the bargaining unit employee shall be paid at his/her rate of pay, or step 2 of the
replaced bargaining unit employee's range, whichever is higher. When a bargaining unit
employee works for the same bargaining unit employee for five (5) days or more in a fifteen (15)

- 17 -



o 4 o s w o DN

10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34

day period, retroactive to the first day the employee shall be paid at Step 3 of the replaced
bargaining unit employee’s salary range, or shall receive an increase of 5% above his/her regular
rate of pay, whichever is higher. Such assignments shall be at the request, convenience, and
sole discretion of the District.

C. Performing Management Duties: Any bargaining unit member temporarily directed to
perform the duties of a manager/supervisor position (outside the bargaining unit) for five (5) days
or more in a fifteen (15) day period, retroactive to the first day the employee shall be paid at Step
3 of the replaced manager/supervisor employee’s salary range, or shall receive an increase of
5% above his/her regular rate of pay, whichever is higher.

D. Substitute employees, who are defined as a non-bargaining unit employee replacing
an absent bargaining unit employee or filling a vacancy in recruitment pursuant to Education
Code 45103, shall not be paid at a rate greater than Step 2 of the applicable salary range.

Section 8: Longevity Pay Bonus

A. Employees satisfying the requirements in B below, will be granted a longevity bonus.

For this section only, the bonus will be issued in monthly installments according to the following

schedule:
Employee Work Days Number of Installments Dates of installments
180-190 work days 10 Sept - June
191-210 work days 11 Aug - June
211 and greater 12 July - June

B. A longevity bonus will be granted to all regular classified bargaining unit employees at
the completion of eight (8) years of service, effective the first working day of the ninth (9th) year
of service. This bonus is granted to each qualified bargaining unit employee regardless of hours
assigned per day. An increase will be granted every three (3) years completed thereafter, per the
schedule below.

Beginning year 9 through 11th year = $63.50 per month

Beginning year 12 through 14th year = $85.50 per month

Beginning year 15 through 17th year = $107.50 per month

Beginning year 18 through 20th year = $140.50 per month

Beginning year 21 = $182.50 per month
A $41.50 per month increase will be granted every three (3) years completed thereafter.

C. For bargaining unit employees who have been reemployed after layoff or reinstated
after voluntary resignation, the length of time during which no services were rendered to the school
district shall not be counted for computation of longevity.

- 18 -
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Section 9: Physical Examinations

The District shall provide the full cost of any medical examination required by the District
as a condition of employment.

Section 10: Effects of Unpaid Leaves

Upon return from an unpaid leave of absence granted by the District, a bargaining unit
employee will resume his/her step placement and advancement, but the unpaid absence time will
not be counted for step advancement. Paid absences do not affect anniversary dates or step
placement.

Section 11: Health and Welfare Benefits

A. The parties have agreed to a comprehensive health and welfare benefit package which

includes the following coverages:
1. Major Medical
Group Dental
3. Disability Insurance, premium to be partially paid by the bargaining unit
employee. Specifically, the employee will pay $.11 per each $100.00 of

his/her salary.

4. Group Life Insurance
5. Vision Care
B. 1. Effective January 1, 2026 the District shall pay a maximum annual contribution

for health and welfare benefit premiums (Medical, and Dental, Vision, and Life Insurance) of
$12,541 for Single, $21,997 for Two Party, and $28,072 for Families for each eligible full-time
bargaining unit employee. The District contribution shall be pro-rated on a six (6) hour base for
part time unit members hired on or after July 1, 2018. (For example, a five hour position will receive
5/6" (83.33%) of the District contribution.) All bargaining unit members employed prior to July 1,
2018 shall be grandfathered in on a four hour base for full Distribution.

2. The parties agree that the District will no longer credit the bargaining unit Benefit
Fund with the premium amounts the District would have paid on behalf of unit members who elect
not to receive insurance or any portion of the maximum contribution not used because the
premiums are less than the maximum contribution.

3. As a condition of continued receipt of health and welfare benefits, bargaining
unit employees shall pay any premium cost of health and welfare benefits in excess of the
District’s monthly and annual maximum contributions on a tenthly basis through payroll deduction.

4. The District and CSEA, Chapter 29, shall negotiate regarding any change in
benefit carriers or benefit levels. The District agrees to maintain the same or comparable benefits

- 19 -



o 4 o s w o DN

10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34

as currently provided and set forth in A, above, subject to the District contribution limit set forth
herein.

5. Eligibility for District paid health and welfare benefits provided by this Article shall
be limited to those bargaining unit employees who are assigned a minimum of a twenty (20) hour
work week, pro-rated as stated in Section 11, B.1 of this article. However, bargaining unit
employees who are reduced in hours below this limitation shall be eligible for benefits as if they
were assigned a twenty (20) hour work week.

If a non-benefited bargaining unit employee moves into a new classification which is
eligible for district paid benefits and subsequently fails probation in the new classification, the
bargaining unit employee shall not be entitled to keep district paid benefits if they are returned to
a position of less than 20 hours per week.

6. Eligible bargaining unit employees may elect not to receive any portion of the
Health and Welfare benefits package. If major medical insurance is waived, evidence of alternate
medical insurance must be provided.

C. The term of insurance coverage listed in A shall be as follows:

1. All insurance coverages for all eligible employees will become effective the
first day of the month following the first date of employment and/or
commencement of eligibility.

2. Insurance coverage will terminate as follows:

a. For all employees who retire through PERS, the last day of the month
three months after the employee provides his or her last day of
service. The District, with proper documentation, shall reimburse for
their first three months of employer cost for retiree health care
premiums now paid through their CalPERS pension check.

b. For all other employees who separate from the district, the last day of
month, two months after the employee provides his or her last day of
service. In order to receive these benefits, the employee must pay in
advance to the District any employee portion (if applicable for the
months that coverage will be rendered) of insurance premiums to
continue insurance coverage pursuant to this section.

D. The District will allow retiring classified bargaining unit employees and eligible
dependents currently receiving benefits to continue in the District group health
and welfare package by remitting to the District appropriate premiums when due,
subject to the following terms and conditions:

- 20 -
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1. The employee has a minimum of ten years of service in the District.

2. The employee qualifies for retirement under the PERS system and actually
retires.
3. The premium for continued health coverage shall be at the rate set for

retirees per the District group plan. Premiums may also be made for

eligible dependents, if the retiree participates.

4. The retiree can elect to continue health coverage until:
a. The District group plan for employees disallows participation by
retirees.
b. The retiree fails to pay the required premiums when due.

C. The District shall participate in the required PEMHCA program for
retiree healthcare benefits while District healthcare is provided
through CalPERS.

E. The District will establish a District-wide Health and Welfare Benefits Committee.
CSEA will have the same number of members on the committee as each other group. The
CSEA President or designee shall designate appointees to the committee. The committee
shall investigate health and welfare benefits options and shall make recommendations to the
respective negotiating teams. Any recommendation shall be subject to negotiations by the
parties.

Section 12: Alternative Pay Schedule

A. The Board of Education, when not paying the annual or monthly salaries of persons
employed by the District in twelve equal monthly payments, may withhold, upon election by the
individual employee, from each net payment made to such employee an amount as follows:

1. For an employee employed eleven months a year, an amount equal
to 8 1/3 percent thereof and the total amount deducted to be paid not later
than the tenth of September next succeeding.
2. For an employee employed ten months a year, an amount equal to
16 2/3 percent thereof and the total amount deducted to be paid in two equal
monthly installments not later than the tenth day of August and the tenth day
of September next succeeding.
3. For an employee employed nine months a year, an amount equal to
25 percent thereof and a total amount deducted to be paid in three equal
monthly installments not later than the tenth day of July, the tenth day of
August, and the tenth day of September next succeeding.
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B. When an employee has elected to be brought under the provisions of this section, such
election shall not be revocable until the commencement of the next ensuing fiscal year. However,
in the event that any employee leaves the service of the District by death or otherwise before
receiving such monies as may be due him, the amount due him shall be paid within thirty (30)
days of the last working day, to him or any other person entitled thereto by law.

Section 13: Training and In-Service Classes

Any employee engaged in training or in-service courses mandated by the school district
will be paid at the applicable wage for the time actually spent in such training, including additional
travel time, or other participation outside of the employee's regular working hours.

Section 14: Pay for Extra Curricular Activities

Bargaining unit employees, assigned by the District, to work extra-curricular activities
outside the normal work day shall be paid at minimum wage for those activities identified by the
District and CSEA in the Appendix.

Bargaining unit employees who have a student(s) enrolled in the District may volunteer for
extra curricular activities identified in the Appendix only in which said parent's student participates
in such extra-curricular activities without the compensation identified in this section.

Bargaining unit employees who perform extra-curricular duties normally and customarily
performed in their classification will be paid their normal rate of pay. Bargaining unit employees
who perform extra-curricular duties normally and customarily performed by the classified
bargaining unit will be compensated at Step 2 of the appropriate range for the position with those
assigned duties.

Unit members providing bilingual interpreter/translator services both oral and written
outside of the unit member’s regular work hours, shall be paid at a rate of twenty ($20.00) per
hour.

Section 15: Compensation for Serving on District Interview Panel

Bargaining unit employees who have been requested to serve on an interview panel shall
receive compensation under the following procedures:

A. If employee serves on the panel during his/her regular work hours, there shall be no
additional compensation.

B. If the employee serves on the panel during times that he/she is not required or
expected to be on duty, that employee shall receive compensation at his/her current rate of pay.

Section 16: Uniforms

The District shall provide uniform shirts to itinerant members of the bargaining unit for
safety and identification purposes as follows:
- 22 -
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. Maintenance workers, groundskeepers, warehouse workers, and information technology

staff shall be issued uniform shirts upon initial employment and replacement garments will
be provided upon presentation of prior issue. The District will provide each affected
bargaining unit member with uniform shirts sufficient for a daily change for at least one (1)

week.

2. The District shall be responsible for cleaning and maintaining the uniform shirts.

. Bargaining unit members who are provided with uniform shirts shall be required to wear

them at all times while working.

. Initial selection (an any changes thereto) of uniform shirts shall be made in consultation

with a CSEA representative from each affected classification.

Section 17: Mileage Reimbursement

Bargaining unit members who are required by their supervisor or administrator designee

to drive their personal vehicle between District worksites during the work day shall be paid mileage

reimbursement at the federal Internal Revenue Service Rate.
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ARTICLE M: PROFESSIONAL GROWTH PROGRAM

A. Bargaining unit employees who complete their probationary period are eligible to
participate in the Professional Growth Program.

B. Awards shall be granted for each twelve units of credit granted by any accredited
college, university, trade/technical school or District approved training attended while off duty, per
the provisions below. All credits shall be converted to semester units for the purpose of this
program. Only courses completed after the beginning date of employment with this District will
qualify for incentive awards under this program.

1. Bargaining unit employees must receive approval of the courses they will
take prior to enrollment in the courses. Prior approval is to be gained by completion of the District
approved form. An example of the Professional Growth Form can be found as an appendix in this
collective bargaining agreement. The request for course approval must be signed by the Assistant
Superintendent, Human Resources

2. For each twelve (12) units of credit, nine (9) units, must be approved as
job-related courses for that employee's position classification. The Assistant Superintendent,
Human Resources will make the determination as to which courses are applicable as job
related. His/her determination is subject to review by the Professional Growth Committee in
those cases where that determination is appealed. The Professional Growth Committee will
consider the appeal and make the final determination as to which courses are applicable as
job related.

3. Professional growth bonuses are paid each fiscal year, on or before August
15 of the following school year, at a rate of One Hundred Fifty Dollars ($150.00) for each twelve
(12) units completed. Awards are made for each increment of twelve (12) units, up to a maximum
of sixty (60) units, and a maximum of Seven Hundred and Fifty Dollars ($750.00) per year, per
participant. In order to apply for a professional growth bonus, the employee must submit
verification of a passing grade to Human Resources no later than June 30, while courses in
progress at that time can be submitted for the following year.

4. Once a Professional Growth increment has been approved, the employee shall
continue to receive that annual bonus for as long as he/she remains employed as a classified
bargaining unit employee by this District. An employee who is receiving an annual bonus and
terminates from the District while in good standing, is qualified and will receive the same annual
bonus if he/she returns to employment with the District within the allowable thirty-nine month
reinstatement period.

5. No Professional Growth bonus will be granted for course work completed
before employment by the District, or completed during breaks in employment.

6. Course work which is authorized and paid for by the District, and completed
during paid service to the District, shall not qualify for a Professional Growth bonus.

I
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C. Professional Growth Committee

1. The District shall establish an operating Professional Growth Committee which
shall administer and monitor the program. The committee shall be responsible for preparing a
Professional Growth Manual which establishes, but is not limited to, the procedures by which the
committee will operate. Said manual must receive Board of Education approval prior to
implementation.

2. The Professional Growth Committee shall consist of seven (7) employees
appointed annually. CSEA shall appoint three (3) bargaining unit employees to the committee.
The District shall appoint four (4) employees to the committee, one of whom shall be a classified
employee; one of whom shall be an elementary principal; one of whom shall be a secondary
principal.
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ARTICLE N: HOURS AND OVERTIME

Section 1: Definitions

A. Work Day: The work day shall begin each calendar day at the regular starting time of
the employee’s assigned shift and end twenty-four (24) hours later.

B. Work Week: The work week shall consist of seven (7) consecutive twenty-four (24)
hour days beginning at the regular starting time every Monday of the employee’s assigned shift.
C. Standard Work Week: A standard work week shall consist of five (5) consecutive work

days beginning on Monday.
D. Non-standard Work Week: A non-standard work week shall consist of five (5)

consecutive work days beginning on any day other than Monday. No employee shall be assigned
to a non-standard five (5) consecutive day work week except by mutual consent of the employee
and the employee's supervisor, and approved by CSEA and the District. If so assigned, overtime
pay shall be computed in the manner provided in Section 4 of this Article, except that such
employee's work week will begin at the regular starting time of their assigned shift on the first (1st)
day of their work week rather than Monday. Any change in an employee's work week will not
affect the computation of overtime or premium pay in the overlapping period.

E. Nine hour per day, 80 hour per two-week work schedule: A nine (9) hour per day,

eighty (80) hour per two (2) week work schedule shall consist of nine (9) work days, eight (8) of
which shall be nine (9) hour days, and one of which shall be an eight (8) hour day. The workweek
shall begin at noon on any day of the week and shall be defined so that no employee will be
required to work more than forty (40) hours during any given workweek. A 9/80 schedule may be
established with the concurrence of the District and CSEA, for an established period of time. The
program may be cancelled by either District or CSEA with a four (4) week notice.

The overtime rate will be paid for all hours the employee is required to work in excess of
the hours regularly assigned for that workday, which shall not exceed nine (9) hours.

Sick leave, vacation and other leaves taken by the bargaining unit employee while on the
9/80 workweek shall be charged against the employee’s available leave on an hour-for-hour
basis. The employee shall be entitled to holidays pursuant to Education Code and this
Agreement. If a bargaining unit employee's 9/80 day off occurs on a holiday, the employee shall
have the preceding or following work day as the holiday, as determined between the employee
and the supervisor.

F. Flexible Work Assignment: A flexible work assignment will consist of an assignment of

a given number of hours per week scheduled on a regular basis for an established period of time.
The schedule will be put in writing in what is known as a "Flexible Assignment Schedule." A
flexible schedule may be authorized only for the current school year. The District may establish a
vacant position on a schedule that will address operational needs. No existing employee shall be
assigned to a flexible schedule unless mutually agreed upon by the employee and the employee's
supervisor, and approved by CSEA and the District. The District or employee may request to

cancel an approved flexible assignment. Such request must be mutually agreed upon by the
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District and CSEA. The effective date will be mutually agreed upon by the District and CSEA.
Any employee assigned to a flexible schedule who works extra time or overtime shall have it
computed in the manner provided in Section 4 of this Article, except that such employee's work
week will be designated in the "Flexible Assignment Schedule."

G. Extra Time: Extra time is defined as hours worked beyond the normal assigned shift
for an employee assigned less than forty (40) hours per week. Any time worked beyond eight (8)
hours in a day, or forty (40) hours in a week will be considered overtime.

H. Overtime Work: Overtime work is defined as:

1. Any hours worked beyond eight (8) hours per day or forty (40) hours per week,
unless assigned an alternate schedule such as defined in section "E", above.
2. Any hours worked on the sixth (6!") or seventh (7%") day in a week for any
employee having an average work day of four (4) hours or more; or
3. Any hours worked on the seventh (7t") day for any week for any employee having
an average work day of less than four (4) hours per day.
|. Compensatory Time: Compensatory time is time off in-lieu of monetary compensation

for overtime hours worked beyond the assigned work day.
J. Call-in and Call-back Time: Call-in time is when an employee is called in for special or

emergency work on the sixth (6th) work day, seventh (7th) work day, or holidays. Call-back time
is when an employee is called back for special or emergency work after the completion of their
normal work shift.

K. Part-time Position: A part-time position is one for which the regularly assigned time is

less than forty (40) hours per week.
L. Full-time Position: A full-time position is one for which the regularly assigned time is

forty (40) hours per week.
M. Shift Differential: Shift differential is the compensation paid to a bargaining unit

employee working a shift which begins at or after 1:00 p.m., or before 6:00 a.m.
Section 2: Shift Hours
A. Shift hours for each department and each school site shall be established by the District.

B. Employees who normally receive shift differential and who are called in to work other
than their regular work shift shall receive the shift differential.

Section 3: Overtime Work

A. Overtime work for the sixth (6th) workday and seventh (7th) workday shall be on a

voluntary basis by the employee, except as stated in sub-section (B) of this section.

B. Emergency Overtime: In the event the District is faced with an emergency which
endangers property and/or persons, the District shall have the right to assign overtime to its
employees.

C. Regular overtime work shall be assigned on a rotating basis in order of seniority where
practicable.

D. Overtime for a four (4) consecutive day work week shall comply with Education Code
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45132.
1
Section 4: Rates of Pay
A. Extra Time: If additional time worked is less than eight (8) hours per day, or forty (40)

hours per week, extra time will be paid at the bargaining unit employee's regular rate of pay.
B. Shift Differential: Paid an additional $.20 per hour.
C. Overtime:
1. Time and One-Half: Time and One-half (i.e. one and one-half times working
rate) shall be paid for each hour worked as provided in Section 1 (H).
2. Double Time Pay: Double time (i.e. two (2) times working rate) shall be paid for
each hour worked as provided in this sub-section.

a. Bargaining unit employees shall be paid double time for all hours worked
on the seventh (7th) consecutive day following the beginning of a bargaining unit employee's work
week.

b. Bargaining unit employees shall, in addition to holiday pay, be paid double
time for all hours worked on any holiday granted as a holiday by the District.

D. Compensatory Time: Compensatory time shall be computed at the applicable
overtime/extra time rate.
Section 5: Call-In Time

A. Any bargaining unit employee called-in or called-back, or directed to work by phone or
online shall receive a minimum of two (2) hours extra time/overtime pay. Such extra time/overtime
pay shall be computed at the applicable rate listed in Section 4.

Section 6: Compensatory Time

A. Inlieu of overtime pay, compensatory time shall be at the option of the employee and
shall be computed at the applicable overtime rate listed in Section 4, above, for each overtime
hour worked. The District reserves the right to pay overtime in lieu of compensatory time.

B  The employee shall notify their supervisor with at minimum twenty-four hours in
advance of taking compensatory time, but in all events shall make every effort to provide as much
advance notice as possible. The supervisor must approve use of compensatory time.

C. Compensatory time accrued but unused by June 30 of each year shall be paid out on
the July 15 pay warrant.

Section 7: Lunch Period

All bargaining unit employees whose regular work shift is five (5) hours or more, shall be
entitled to a thirty (30) minute duty free lunch period. The lunch period shall be scheduled at or
about the midpoint of each work shift, as practical.

Section 8: Rest Period

All bargaining unit employees assigned to work over three and one-half (3 %2 ) hours per
day shall be entitled to a fifteen (15) minute rest period. Two (2), fifteen (15) minute rest periods

shall be granted for seven (7) hour or more employees, and shall be scheduled at or about
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midpoint between the start of the shift and the lunch period and midpoint between the lunch period
and the end of the work shift. Employees working a ten (10) hour day shall receive two (2) twenty
(20) minute rest periods.

Section 9: Part-Time Position

A bargaining unit employee who is required to work a minimum of thirty (30) minutes per
day in excess of his/her part-time assignment for a period of twenty (20) consecutive working
days, or more than forty (40) days in a school year, shall have their basic assignment changed to
reflect the longer hours.

Section 10: Increases in Assigned Time

The District may increase the hours of incumbents in part-time positions by a maximum of
three (3) hours per day so long as it does not violate the rights other employees may have under
other sections of this Agreement.

Section 11: Brief Yearly Assignments

Brief Yearly Assignments are work assignments that normally occur annually for a specific
limited period of time, and are not needed on a continuing basis throughout the year, and are
typically performed by bargaining unit employees. All brief yearly assignments shall be first

offered to bargaining unit employees. If insufficient bargaining unit employees accept a brief
yearly assignment, the District may then offer the work to non-bargaining unit employees. Brief
yearly assignments shall only be available to bargaining unit employees who would not be
required to work overtime in order to perform the assignment.
A. Brief Yearly Assignments shall include the following, and any other assignment
mutually agreed upon by the District and CSEA:
1. Summer Clean-Up
a. Shall be done so that thorough cleaning of the sites during summer
recess can be accomplished.
b. Work is performed during the months of June, July and August.

2. Summer School
a. Non-teaching Summer School positions shall be flown in the
Classified Job Availability Bulletin.
b. Positions flown will be in accordance with classifications
established in Article B of this Agreement.
3. Summer Youth Educational Program
a. Positions to support the Summer Youth Educational Program may

be established per the guidelines of the specific programs and in
accordance with classifications established in Article B of this

Agreement.
b. Work is normally performed during the months of May through
August.
4. Summer Publications
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10.

B. General

a. To ensure completion of publications before the start of school.
b. Work shall be performed in June, July and August.
Purchasing Work
a. To manage/pick up obsolete property.
b. Work shall be performed during calendared school breaks.
Grounds
a. To cover peak grounds demands.
b. Will not exceed 60 consecutive work days.
C. The Assistant Superintendent of Human Resources shall provide
prior written notice to CSEA.
Payroll
a. To cover yearly influx during hiring, negotiations and retirements.
b. Will not exceed 60 consecutive work days.
C. The Assistant Superintendent of Human Resources shall provide

prior written notice to CSEA.

Personnel (Human Resource)

a.
b.
C.

To cover yearly influx during hiring, negotiations and retirement.
Will not exceed 60 consecutive work days.

The Assistant Superintendent of Human Resources shall provide
prior written notice to CSEA.

Special Education

a.

To cover needs of special education students and to help assess
students for appropriate placement.

Will not exceed 60 consecutive work days per student.

The Assistant Superintendent of Human Resources shall provide
prior written notice to CSEA.

Information Technology

a.

To cover the updating, replacing, upgrading, and installation of
technology devices, infrastructure, and software/applications may
be accomplished during summer recess when students and staff
are not present.

Work is performed during the months of June, July and August.

When a bargaining unit employee serves in a Brief Yearly Work Assignment the following

shall apply:
1.

The bargaining unit employee shall earn the following for hours worked in a

Brief Yearly Work Assignment:

a.
b.

Seniority
Sick Leave and Vacation pursuant to the provisions listed in Article
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The bargaining unit employee shall be compensated at the rate of pay
established for the position or at their current rate of pay whichever is
greater.
Time worked in Brief Yearly Work Assignments shall not entitle the
bargaining unit employee to have their hours permanently increased.
Part-time bargaining employees shall not be eligible for district paid health
benefits as a result of working in a Brief Yearly Work Assignment.
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ARTICLE O: HOLIDAYS, VACATION, PAID SICK LEAVE AND OTHER LEAVES
Section 1: Holidays
A. All bargaining unit employees shall be entitled to paid holidays providing the employee
was in paid status during any portion of the working day immediately preceding or succeeding the
holiday. The following holidays shall be paid holidays:
1. New Year's Day

2. Martin Luther King Observance
Lincoln's Day
Washington's Day Observance
Friday preceding Easter or alternate day
Memorial Day
Juneteenth
Independence Day
9. Labor Day

10. Veteran’s Day

11. Thanksgiving Day and the day after, a local holiday

12. December 24 and December 25

13. Admission or in lieu day to be mutually agreed upon

14. Every day proclaimed by the President or Governor of this State as a public fast,
thanksgiving or holiday, or any declared holiday by the Governing Board under Education Code
Sections 1318 or 37220 or their successors shall be a paid holiday for all bargaining unit
employees.

B. When a holiday falls on a Saturday or Sunday, the Friday or Monday closest to the
holiday shall be deemed to be the holiday in lieu of the day observed.

C. Excluding summer recess, a bargaining unit employee not normally assigned to duty
during recess periods shall be paid for holidays occurring therein, provided they were in paid
status during any portion of the working day immediately preceding or succeeding the recess
period.

Section 2: Vacation

A. Every bargaining unit employee shall earn vacation at the prescribed rate as part of
compensation. For a permanent employee, vacation shall become a vested right at the beginning
of each fiscal year. However, earned vacation shall not become a vested right for a probationary
employee until completion of the initial probationary period. Bargaining unit employees who are
working in summer school assignments, or who are on leave to serve in a limited- term
assignment shall earn vacation during such assignments. Vacation shall also be earned during
any paid leave of absence.

B. Vacation entitlement will be determined in the following way commencing after the first
full year of service:

1st through 3rd year of service: one (1) day per month worked plus one (1) day.
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Beginning 4th year through 8th year: one (1) day per month worked plus three (3)
days.

Beginning 9th year through 15th year: one (1) day per month worked plus six (6)
days.

Beginning 16th year: one (1) day per month worked plus nine (9) days.

C. Vacation credit for twelve month bargaining unit employees may be accumulated to a
total not exceeding twenty-five (25) days. Bargaining unit employees may carry over more than
twenty-five (25) days with authorization from their immediate supervisor.

D. In order to qualify for vacation credit, a bargaining unit employee must work at least
eleven (11) days in a calendar month.

E. For part-time bargaining unit employees, vacation entitlement is prorated on the same
ratio as the regular work hours per day to an 8-hour day.

F. Less than twelve month bargaining unit employees shall normally have their vacation
scheduled during school recess periods. Every effort shall be made to enable vacation to be
taken at a time convenient to the employee, consistent with the needs of the school district and
the workload of the department. Once a requested vacation period is approved by the District it
shall not be subsequently cancelled by the District except for reasonable cause. A bargaining
unit employee may cancel a scheduled and approved vacation with not less than two (2) of the
bargaining employees’ work days’ notice to the department head or principal, or may cancel it
with less than two (2) of the bargaining employees’ work days’ notice with the approval of the
department head or principal.

G. The rate at which vacation is paid shall be the bargaining unit employee's current rate.

H. Upon separation from service, a bargaining unit employee shall be entitled to lump sum
compensation for all earned and unused vacation except that employees who have not completed
six months of employment in regular status shall not be entitled to such compensation. If a
bargaining unit employee separates from service and has taken and been paid for vacation, which
has not yet been earned at the time of separation, the District shall deduct from bargaining unit
employee’s final pay warrant, the full amount of salary which was paid for such unearned days of
vacation actually taken.

I. Ten month and eleven month permanent bargaining unit employees: Any vacation
earned and not used will be included in the final warrant in June, unless the employee elects to
accumulate vacation credit not to exceed twelve days. Such election shall be submitted in writing
to the District by April 1.

J. Ten and eleven month probationary bargaining unit employees: Vacation will be held
on the books for use in the next school year.

K. A bargaining unit employee shall be entitled to one (1) additional vacation day for each
fifteen (15) days of accumulated sick leave earned by the employee as of June 30th, not to exceed
four (4) days of vacation for each fiscal year.
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Section 3: Paid Sick Leave

A. Sick leave is defined as the authorized absence of a bargaining unit employee because
of their illness, injury, medical or dental appointment, or medical quarantine. Sick leave may also
be used to care for a family member as described in Sections 21 and 22 below.

B. A bargaining unit employee shall be granted one (1) paid day of sick leave for each full
month of District service. Part-time bargaining unit employees shall be granted sick leave in the
proportion of daily hours worked to an eight hour day. Bargaining unit employees working in
summer school assignments shall earn sick leave during such assignments. Unused sick leave
shall accumulate without limitation. No compensation for unused sick leave will be paid upon
separation from District service. The unused sick leave shall be reinstated, as a condition of
employment should the employee return to work, as a regular classified employee, within thirty-
nine (39) months of separation.

C. Sick leave accounts shall be increased annually at the beginning of the fiscal year.
Each employee's account shall be increased by the sick days to be earned in the ensuing fiscal
year and shall be adjusted if an assignment change alters the amount of earnable sick leave.

D. Permanent bargaining unit employees may use accumulated sick leave at any time.
Probationary bargaining unit employees may not use more than six (6) days of sick leave during
the first six (6) months of service.

E. Pay for any day of sick leave shall be the same pay rate the bargaining unit employee
would have received if they had worked that day.

F. The District shall establish reasonable regulations regarding the reporting of absences
and dates an employee will return to work, including a presumption that a bargaining unit
employee shall return to work unless the District receives notice. In order to receive compensation
while absent on sick leave, the bargaining unit employee shall notify the District of any absence
no later than one hour prior to the start of their shift, unless conditions make such notification
impossible. Notification shall be made by entering absence in the District’'s Absence Management
System and/or contacting the or District Receptionist. For scheduled treatment, including the birth
of a child, bargaining unit employees shall provide notice as soon as the expected dates of
absence are known.

G. Any Assistant Superintendent, or in their absence the Superintendent, may require an
employee to provide a doctor's note verifying illness when abuse of sick leave is reasonably
suspected. Nothing in this section shall preclude the District from disciplining bargaining unit
employees for abuse of sick leave entitlement.

H. A bargaining unit employee may be required to submit a medical release indicating the
ability to perform the essential functions of their position with or without reasonable
accommodation following an absence of five (5) days or more, or if cause exists to believe the
employee should not be at work. An employee who is unable to perform the essential functions
of their position, may request reasonable accommodation pursuant to state and federal law,

and/or temporary light duty pursuant to paragraph |, below. Submission of a medical note
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identifying work-related restrictions shall be considered a request for reasonable accommodation.

|. In addition to any rights a bargaining unit employee might have to reasonable
accommodation of a protected disability under state and/or federal law, an employee may request
temporary light duty under the terms of the applicable Board Policies and Administrative
Regulations. While a request for temporary light duty is pending, the employee will remain on
available leave. Temporary light duty shall be for a defined limited period and at the District’s
discretion. At the end of temporary light duty, if the employee is unable to perform the essential
functions of his or her regular position with or without reasonable accommodation, the employee
shall retain all rights to use paid and unpaid leaves and reasonable accommodation of his or her
protected disability as provided by state and federal law.

J. Donation of Sick Leave

1. As provided by Education Code section 44043.5, on a case-by-case basis and with
mutual agreement between CSEA and the District, any permanent bargaining unit member may
donate accumulated and unused sick leave to another permanent bargaining unit member
suffering from a catastrophic illness or injury.

2. “Catastrophic iliness or injury” means an illness or injury that is expected to incapacitate
the employee for an extended period of time and taking extended time off work creates a financial
hardship for the employee because they have exhausted all of their sick leave and other paid time
off.

3. In order to receive donated sick leave, a bargaining unit member must have exhausted
all available paid leaves, including but not limited to paid sick leave, additional sick leave, and
vacation.

4. Permanent bargaining unit members may donate accumulated and unused paid sick
leave earned pursuant to Section 3, above, such that they retain at least ten (10) days after
donation, and in no event donate more than five (5) of the donating employee’s work days. All
donations must be full days. Donations are irrevocable.

5. All donations shall be converted to hours so that for each donated hour, the receiving
employee will receive one hour of paid leave, regardless of the employees’ differing rates of pay.

6. The recipient shall utilize donated sick leave in the order donations are received,
exhausting all days donated by one bargaining unit member before beginning to utilize days
donated by another bargaining unit member. Donated sick leave not utilized by the recipient prior
to return to service shall be returned to the donor.

7. Such forms and procedures as may be necessary to properly document and administer
the provisions of this section shall be as mutually agreed to by the District and CSEA, and shall
be provided by the District.

8. The bargaining unit employee who is, or whose immediate family member is, suffering
from a catastrophic illness or injury and is requesting leave from the bank, must provide
verification of the catastrophic injury or illness as required by the Catastrophic Leave Request

form (Appendix 10).
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Section 4: Additional Sick Leave

A. When a bargaining unit employee is absent from their duties, due to an illness or
accident, and has exhausted all entitlement to fully paid sick leave, earned vacation (unless the
employee elects to use their vacation in conjunction with the additional sick leave as set forth in

section 1(e) below), compensatory overtime, or other available paid leave, including worker's
compensation leave if applicable, the bargaining unit employee will be entitled to additional sick
leave as described in this section.

1. From the first (1%!) date of absence for a verified non-industrial accident or illness and
from the sixty-first (615!) day of absence for a verified industrial iliness or accident, and for a period
of five (5) calendar months, the employee will be entitled to leave in the order described below
regardless of whether the absence is continuous or intermittent:

a) Paid sick leave as delineated in Section 3 of this Article.

b) Earned vacation, (unless used in conjunction with additional sick leave as set forth
in section “e” below), compensatory time, or other paid leave entitlement.

c) Atthe exhaustion of (a) and (b) above and for five (5) calendar months of absence
including the paid leaves identified in (a) and (b) above, the bargaining unit
employee will be entitled to two-thirds (2/3) of their regular pay. Where the leave of
absence is intermittent (and for these purposes only), a “calendar month” is defined
as twenty-one and three-quarters (21.75) days in paid status.

d) If the illness or injury occurs at a time when any portion of the five (5) month period
will overlap into the next fiscal year, the remainder shall not carry over into the next
fiscal year, and the employee shall be entitled to a new five (5) month period in the
next fiscal year regardless of whether the leave is for the same iliness or injury.

e) Bargaining Unit Employees’ earned vacation may be used, at the employee’s
discretion, in conjunction with the five (5) calendar month two-third (2/3) pay in order
to receive full pay for the day of absence. (example: 1/3 vacation day may be added
to the 2/3 additional sick leave for each day on additional sick leave after bargaining
unit member has exhausted all paid sick leave in order to maintain full pay) The five
(5) calendar months shall be exhausted by one (1) day for each day of absence,
regardless of the coordination with vacation leave.

2. At the end of the five (5) calendar month period or upon the exhaustion of all available
leaves, paid and unpaid, whichever comes last, the permanent bargaining unit employee may
request additional leaves of absence, paid or unpaid, not to exceed six (6) months. The District
may renew the leave of absence, paid or unpaid, for two additional six (6) month periods or lesser
leave periods that it may provide but not to exceed a total of eighteen (18) months. If at the
conclusion of all leaves of absence, paid or unpaid, the bargaining unit employee is still unable to
assume the duties of his/her position, the bargaining unit employee shall be placed on the

reemployment list for a period of thirty-nine (39) months as set forth in Section 6, below.
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B. Nothing in this section grants any employee additional paid sick leave exceeding five
(5) calendar months in one (1) fiscal year, excluding sixty (60) days of industrial accident and
illness leave as provided in Section 7 below.

C. The District shall notify the employee, by Certified Mail, of payroll and benefit
entitlements as soon as possible after 30 days of absence within a fiscal year, or 30 days for the
same illness/injury.

Section 5: Termination of Sick Leave

A. A bargaining unit employee using sick leave may return to their position if they are able
to perform the essential functions of his or her position with or without reasonable accommodation.
If the leave has extended more than twenty (20) working days, the employee shall give the District
at least two (2) working days advance notice and shall submit a medical release indicating the
capability of performing the essential functions of their position with or without reasonable
accommodation. If the employee submits a medical note identifying work-related restrictions, that
shall be deemed a request for reasonable accommodation. If the work-related restrictions are
caused by a disability protected by the state and/or federal law, the parties will engage in the
interactive process as required by those laws. Employees may also request temporary light duty
as provided in Section 3, subsection |, above.

Section 6: Placement on Reemployment List after Exhaustion of Leaves

As provided in Education Code Section 45195, if, at the conclusion of all leaves of absence,
paid or unpaid, the bargaining unit employee is still unable to assume the duties of their position,
the bargaining unit employee will be placed on the re-employment list for a period of thirty-nine
(39) months. If at any time during the prescribed thirty-nine (39) months, the bargaining unit
employee is able to assume the duties of their position, the bargaining unit employee shall be
reemployed in the first vacancy in the classification of their previous assignment. The bargaining
unit employee will take preference over all other applicants except those laid off for lack of work
or lack of funds in which case the bargaining unit employee shall be ranked according to their
proper seniority. Upon resumption of their duties, the break in service will be disregarded and the
bargaining unit employee shall be fully restored as a permanent employee.

Section 7: Industrial Accident and lliness Leave

A. Bargaining unit employees shall be granted paid industrial accident or illness leave

pursuant to the following regulations:

1. Leave shall be allowed for at least sixty (60) working days in any one fiscal year
for the same accident.

2. Allowable leave shall not be accumulative from year to year.

3. Industrial accident or illness leave will commence on the first day of absence.

4. Payment for wages lost on any day shall not, when added to an award granted
the bargaining unit employee under the worker's compensation laws of this State, exceed the
normal wage for the day.

5. Industrial accident leave will reduce by one (1) day for each day of authorized
— 37 —



O ~J o U1 b w N

W W W W W W W W W W NN DD DD DD DS ErERrEEEEEE e
O 0O J o U b W N P O W 0 J o U b W DN P O W 0 J oy U b W DN P O W

absence regardless of a compensation award made under worker's compensation.

6. When an industrial accident or illness occurs at a time when the full sixty (60)
days will overlap into the next fiscal year, the bargaining unit employee shall be entitled, for the
same illness or injury, to only those days remaining at the end of the fiscal year in which the injury
or illness occurred.

7. The District will make the initial determination of whether or not an accident or
illness is a bona fide injury or illness arising from and in the course of the bargaining unit employee
fulfilling assigned duties, and as a result of an illness or accident causing physical injury, which
shall include communicable disease.

B. Industrial accident or iliness leave shall be used instead of Paid Sick Leave (Section
3). When entitlement to industrial accident or iliness leave has been exhausted, entitlement to
Paid Sick Leave (Section 3), and Additional Sick Leave (Section 4) shall be used. If an employee
is receiving worker's compensation, the employee shall be entitled to use only as much of the
employee's available sick leave, earned vacation, or other available leave which, added to the
worker's compensation award, provide for a full-day's wage or salary.

C. If the employee submits a medical note identifying work-related restrictions, that shall
be deemed a request for reasonable accommodation. In addition to any rights a bargaining unit
employee might have to reasonable accommodation of a protected disability under state and/or
federal law, or under the worker’s compensation laws, an employee may request temporary light
duty under Section 3.| above.

D. A bargaining unit employee shall endorse to the District any temporary disability
indemnity checks during all paid leaves of absence, whether industrial accident leave as provided
in this section, sick leave, vacation, compensating time off, or other available leave provided by
law or action of the Board of Education. The District, in turn, shall issue the employee appropriate
pay warrants and shall deduct normal retirement and other authorized contributions. Reduction
of entitlement to leave shall be made only in accordance with this section. No payroll deductions
shall be made from worker's compensation benefit checks.

E. As provided in Education Code Section 45192, when all available leaves of absence,
paid or unpaid, have been exhausted and, if the employee is not medically able to assume the
duties of the position, the employee shall, if not placed in another position, be placed on a re-
employment list for a period of thirty-nine (39) months. When the bargaining unit employee is
medically released, they must notify the District within five (5) working days of the release, and
present proof of that release. Offers of reemployment shall be made to employees on the
Reemployment List in the following order:

1. Any vacant position in the same classification.

2. Any vacant position with similar or fewer hours in a lower classification within the
same job family and for which the person is qualified.

3. The option to compete, with other qualified bargaining unit employees, for a

vacant position in a higher classification for which the person is qualified.
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Employees who, through operations of this Article, receive fewer hours or an assignment of a
lower classification shall remain on the re-employment list for an additional twenty-four (24)
months.

An employee on this medical reemployment list shall be employed in a vacant position in the class
of the employee’s previous assignment over all other available candidates except for a
reemployment list established because of lack of work or lack of funds, in which case the
employee shall be listed in accordance with appropriate seniority regulations.

Section 8: Bereavement Leave

A. Bargaining unit employees shall be granted bereavement leave due to the death of any
member of the bargaining unit employee’s immediate family, defined as spouse, registered
domestic partner, mother, father, step parent, grandmother, grandfather, grandchild, son,
daughter, brother, sister, aunt, uncle, niece, nephew of the bargaining unit employee or of the
spouse of the bargaining unit employee, and the son-in-law or daughter-in-law of the employee,
or any relative living in the immediate household of the bargaining unit employee. Such leave shall
be granted without loss of salary, benefits, or accumulated sick leave, and need not be taken
consecutively.

B. Bereavement leave shall not exceed five (5) days.

C. Request for bereavement leave shall be made in writing, when practicable, to the
principal or immediate supervisor, and shall indicate the name of the deceased and their
relationship to the employee.

D. Personal necessity leave may be used to supplement the bereavement leave on
approval of the District.

Section 9: Jury Duty

A. Bargaining unit employees are not excused from jury duty. Leave for jury duty with pay

will be granted with proper verification from the court showing the employee’s jury service.
Payment received for jury duty will be reimbursed to the District. Any meal, mileage, and/or
parking allowances received shall be retained by the bargaining unit employee.

B. The employee shall notify their immediate supervisor of the notice for jury duty leave,
accompanied by a copy of an official summons for jury service, no fewer than ten (10) days prior
to the date on which the unit member is scheduled to appear, or as soon as possible if such notice
is received less than ten (10) days prior to the time of service.

C. Bargaining unit employees who are scheduled to work the day shift and who have
been directed to report to jury duty in the morning shall not be required to report to work prior to
reporting for jury duty. If the employee is released from jury duty before 11:00 a.m., they shall
report to work for the remainder of their work shift, or may use personal necessity or vacation
leave for the remainder of their work day.

D. Bargaining unit employees who are scheduled to work the day shift and who have been

directed to call the jury duty service line during the work day are obligated to report to for their
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regular work shift, unless the employee elects to use personal necessity or vacation leave. If the
employee is not required to report for jury duty that day, they shall report to work for the remainder
of their work shift, or may use personal necessity or vacation leave for the remainder of their work
day.

E. Bargaining unit employees whose work shifts start after 11:00 a.m. and who report for
jury duty are only required to work the difference in hours between the number of hours they
served in jury duty (including travel time from the jury duty location to the employee’s work
location) and the number of hours in their regular work shift. If the employee is released from jury
duty after 11:00 a.m., the employee is not required to return to work.

Section 10: Absence for Examination

Every bargaining unit employee shall be permitted to be absent from duties during working
hours to take any job examination in the District without deduction of pay or other penalty, provided
the bargaining unit employee gives two (2) days notice to the immediate supervisor.

Section 11: Personal Leave of Absence Without Pay

A personal leave of absence without pay may be granted to a permanent classified
employee, upon the submission of a written request, specifying the reason for and the duration of
the Personal Leave Without Pay, to their immediate supervisor. Such a Personal Leave of
Absence Without Pay request shall be forwarded to the Assistant Superintendent of Human
Resources for submission to the Board of Education for approval, subject to the following
restrictions:

A. The granting of personal leave without pay gives to the employee the right to return to
their position or to a comparable position in the same classification at the expiration of
their personal leave of absence, provided that they are physically and legally capable
of performing the duties.

B. If the employee’s position has been abolished during the employee’s absence, they
shall be laid off for lack of work and placed on the re-employment list for the class,
effective the date of the termination of leave may be returned to a vacant position in a
class at the same or lower salary level for which they are qualified.

C. An employee may submit a written request to the Assistant Superintendent of Human
Resources to return to work prior to the expiration date of the Personal Leave Without
Pay. The Governing Board may approve or reject the request.

D. The Governing Board may, for good cause, cancel any personal leave of absence
without pay by giving the absent employee due notification, except in such cases when
the leave of absence was granted for medical reasons. The employee may appeal the
cancellation through the exclusive bargaining unit grievance procedure.

E. Failure to report for duty within in five (5) working days after a leave has been canceled
or expires shall be considered abandonment of the position and the employee may be
terminated by the Governing Board.

F. Such leave may be non-consecutive if it is related to the reason for which the leave
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was originally granted and taken within the same school year.

G. The bargaining unit employee may advance to the District the cost of fringe benefits,
if desired, during the unpaid leave.

H. The procedures in this section shall apply to all voluntary unpaid leaves included in
this article.

Section 12: Pregnancy Disability Leave

Employees are entitled to use sick leave as set forth in Section 3 of this article and
Additional Sick Leave as set forth in Section 4 of this article for leaves of absence due to
pregnancy, miscarriage, childbirth and recovery therefrom. Requests for pregnancy disability
leave shall be submitted to the Assistant Superintendent, Human Resources.

Section 13: Military Leave

A bargaining unit employee shall be entitled to any military leave provided by law and shall
retain all rights and privileges granted by law arising out of the exercise of military leave.
Bargaining unit employees on military leave, paid or unpaid, shall accrue seniority during the leave
at the rate of the bargaining unit employee’s assigned hours and work year. Compensation for
such leave shall be provided as required by law.

Section 14: Opportunity Leave

Opportunity leave may be granted by the Board of Education for a maximum of one (1)
school year to a permanent bargaining unit employee to accept a position which will result in the
employee rendering more effective service to the District upon their return. Such leave shall be
without pay but the bargaining unit employee may advance to the District the cost of fringe benefits
if desired.

Section 15: Leave of Absence for Retraining and Study

The Board of Education may grant a bargaining unit employee a leave of absence not to
exceed one (1) year for the purpose of permitting study or retraining to meet changing conditions
within the District. Such leave shall be without pay, but the bargaining unit employee may advance
to the District the cost of fringe benefits if desired.

Section 16: Personal Necessity Leave

Bargaining unit employees may use available sick leave earned under Section 3, not to
exceed ten (10) days, in cases of personal necessity. A “day” is defined as the bargaining unit
member’'s regularly scheduled work hours. The bargaining unit member shall notify their
immediate supervisor and enter into the District's Absence management System at least twenty-
four (24) hours in advance of taking such leave unless when an emergency makes such advance
notification impossible. Personal necessity is defined as follows:

A. Death of a member of the immediate family when additional leave is required beyond
that provided in Section 8: Bereavement Leave.

B. An accident, involving person or property of the employee, or the person or property of
a member of the employee's immediate family as defined in Section 8.

C. Appearance in court or before any administrative tribunal as a litigant, party or witness
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under subpoena, or any order made with jurisdiction. If this appearance is related to the
bargaining unit employee's employment with the District, the District may grant this leave not to
be charged as personal necessity leave. A copy of the subpoena or appearance demand must
be submitted to the District.

D. lliness of a member of the immediate family as defined in Section 8, of such emergency
nature as to require the attention of the bargaining unit employee during the work day.

E. Imminent danger to the home or property of the bargaining unit employee occasioned
by a factor such as flood, fire, or earthquake, serious in nature, and which requires the attention
of the employee during the work day.

F. Death not covered by Section 8, Bereavement.

G. Three (3) days of personal necessity leave, of seven (7) allowable may be charged, at
the unit member’s request, for religious observances. The request shall be cleared with the site
administrator. There shall be no accumulation from year to year of such days.

H. Three (3) days of personal necessity leave, of the employee’s yearly sick leave
entitlement, may be charged, at the bargaining unit employee's request, for personal emergencies
not described above. The request will be cleared with the principal or supervisor. There shall be
no accumulation from year to year for such days.

Section 17: Personal Leave

Bargaining unit employees shall be allowed three (3) days personal leave, to be utilized at
their own discretion upon the following conditions:

A. Charged against unused sick leave.

B. Normally, twenty-four (24) hours written notice required.

C. No accumulation from year to year.

D. The District retains the right to refuse the bargaining unit employee to utilize a

certain day if, in the opinion of the District, too many employees simultaneously select the same
day.

E. The bargaining unit employee shall not be required to give the reasons for use of
such days.

Section 18: Transfer of Sick Leave and Other Benefits

Any bargaining unit employee who has been an employee of another school district for a
period of one calendar year or more who terminates such employment for reasons other than
action initiated by the employer for cause and who accepts employment with this District within
one year of such termination shall have transferred with that employee to this District the total
amount of earned leave of absence for iliness or injury to which that bargaining unit employee is
entitled.

The District may not require bargaining unit employees to waive any part or all benefits
which those bargaining unit employees may be entitled to have transferred in accordance with

this section.
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Section 19: Family Leave

A. Bargaining unit employees who have been employed for at least twelve (12) months
prior to commencement of the family and medical leave and who have worked at least 1,250
hours in the twelve (12) months prior to commencing the leave, shall be afforded all benefits under
the California Family Rights Act of 1991 (“CFRA”) as amended (Government Code Section
12945.2) and the Federal Family and Medical Leave Act of 1993 (“FMLA”) (29 U.S.C. Section
2601 et seq.). Under the dual provisions of the state and federal acts, eligible bargaining unit

employees are entitled to a maximum twelve (12) work weeks leave in any fiscal year, July 1
through June 30, inclusive. Where the leave is taken to care for a family member who is a service
member injured in the line of active duty, as provided in federal law, an eligible employee shall be
entitled to twenty-six (26) workweeks of leave in a twelve (12) month period commencing on the
first day leave is taken to care for the service member. Leave taken under the state and federal
acts shall run concurrently except for leave taken for a reason which qualifies under CFRA, but
does not qualify for leave under FMLA, and vice versa.

B. "Family and Medical Leave" means:

1) birth of a bargaining unit employee's child, and care for the child, during the first

twelve (12) months after the birth of the child:

2)  adoption or placement of a foster child, during the first twelve (12) months after

adoption or placement of the child:

3) care of a seriously ill spouse, registered domestic partner or “designated person”

(for CFRA leave only) parent, or child under the age of 18. Or 18 or older and incapable of

self-care because of mental or physical disability, or child of any age (CFRA only) with a

serious health condition:

a). “Designated person” means a person related to the unit member by blood or
whose association with the unit member is equivalent of a family relationship.
b). Unit members are limited to one (1) “designated person” per twelve (12) month

period.

4) a serious health condition of the employee making him/her unable to perform job

duties.

5) any qualifying exigency (event) arising out of the fact that an employee’s parent,

spouse, domestic partner or designated person with a serious health condition (CFRA

only). or child (which includes an adult child) is a covered military member on active duty

(or has been notified of an impending call or order to active duty) in support of a

contingency operation or

6) a serious injury or illness incurred in the line of duty on active duty in the Armed

Forces in support of a contingency operation affecting an employee’s spouse, child (which

includes an adult child), parent, or next of kin (as defined in the FMLA regulations), who is

a service member of the Armed Forces, including the National Guard or Reserves, for

whom the employee is needed to provide care (FMLA).
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C. The District shall maintain the bargaining unit employee's coverage under any
applicable health plan for the duration of any family leave under this section in the same manner
as if the bargaining unit employee were working.

D. The bargaining unit employee shall be required to use any applicable and available
paid leave prior to using the benefits under this section and any paid leaves shall run concurrently
with the FMLA/CFRA Leave under this section.

E. Following leave, the bargaining unit employee will be restored to the same or equivalent
position (for which the bargaining unit employee is qualified) as that held at commencement of
leave.

F. Bargaining unit employees on a pregnancy disability leave shall not be required to use
vacation leave, but may use vacation leave at their option. The twelve (12) work weeks of CFRA
Leave shall not commence until the employee is no longer disabled due to the pregnancy. The
twelve (12) work weeks of FMLA leave shall commence on the first day of leave for pregnancy or
pregnancy-related disability.

G. Abargaining unit employee must provide at least thirty (30) days advance notice before
leave is to begin if the leave is for an expected birth, placement of a child for adoption or foster
care, or planned medical treatment. Where such notice is not practicable because of lack of
knowledge of need for the leave or medical emergency, notice must be given as soon as
practicable.

Section 20: Health Leave

An unpaid leave of absence may be granted by the Board of Education for health purposes.

A written request for such leave must be forwarded to the Assistant Superintendent, Human
Resources.
Section 21: Family lliness Leave (Labor Code Section 233)

Pursuant to California Labor Code Section 233, a bargaining unit employee is entitled to
use in any calendar year the bargaining unit employee’s accrued and available sick leave
entitlement, in an amount not less than the sick leave that would be accrued during six (6) months
at the bargaining unit employee’s then current rate of entitlement, to attend to an iliness of a child,
parent, step parent, parent-in-law, spouse, registered domestic partner, grandparent, grandchild,
or sibling of the bargaining unit employee. All conditions and restrictions placed by the employer
upon the use by a bargaining unit employee of sick leave also shall apply to the use by a
bargaining unit employee to attend to an iliness of a family member specified above. This leave
shall not count against the days of personal necessity (Section 16) or personal leave (Section 17),
shall not accumulate from year-to-year, and shall come from available sick leave.

Section 22: Parental-Child Bonding Leave

A. Provided by Education Code section 45196.1, full and part-time unit members shall be
entitled to parental leave as set forth in this section.
B. For the purposes of this section, “parental leave” shall be defined as leave for reason

of the birth of the unit member’s child, or the placement of a child with the unit member for adoption
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or foster care.

C. Unit members shall be entitled to use all current and accumulated sick leave for parental
leave, for the period of up to twelve (12) workweeks. A unit member is also entitled to use his or
her vacation leave in taking parental leave, if the employee chooses to do so. Vacation taken for
parental leave will count against the 12 workweeks. Unit members do not have to be eligible for
CFRA to use sick leave or vacation for parental leave under this section.

D. A unit member who has completed one year of employment with the District and who
has exhausted all current and accumulated sick leave, but who continues to be absent due to
child-bonding as defined under the California Family Rights Act (CFRA, Government Code
section 12945.2), they shall be entitled to two thirds (2/3) pay for any of the remaining twelve (12)
workweek period. Such two thirds (2/3) shall be paid as set forth in Section 4 above but shall not
count against the leave entitlement set forth in that Section.

E. Any leave taken under this section shall count against any entitlement to child-bonding
leave under the California Family Rights Act and the aggregate amount of leave taken under this
section and CFRA shall not exceed twelve (12) workweeks in any twelve (12) month period. If a
fiscal year concludes before the 12-workweek period is exhausted, the employee may take the
balance of 12-workweek period in the subsequent fiscal year. Leave under this section shall be
in addition to any leave taken for pregnancy or childbirth-related disability.

F. Except for extenuating circumstances, a unit member shall give at least:

1) Thirty (30) calendar days’ notice of the baby’s estimated birth due date if the unit

member intends to take parental leave under this section at the time of the birth, and

2) Ten (10) working days’ notice of intent to take parental leave under this section for any

subsequent use of parental leave and for leave taken for foster care or adoption.

G. Leave shall be taken in increments of at least two (2) weeks’ duration except that the
District shall allow for periods that are less than two weeks on two occasions during the 12-
workweek leave. Leave initiated under this section must be completed within twelve (12) months
of the birth of the child or placement for adoption or foster care.

H. Unit members taking parental leave under this Section shall provide verification of the
birth of child, including the date of birth, or of placement of adoption or foster care including date
of placement.

I. If both parents are employed by the District, each parent is entitled to twelve (12)
workweeks of leave under this section.

Section 23: Reproductive Loss Leave

1. Upon a reproductive loss event, all unit members who have been employed by the
District for at least 30 says will be granted a total of five (5) days of reproductive loss
leave. If an eligible unit member experiences multiple reproductive loss events within
12-month period, the unit member may take no more than 20 days total of reproductive
loss leave within the 12-month period. Reproductive loss leave need not be taken on

consecutive days. It must be completed within three (3) months of the event entitling
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the unit member to such leave, except that if, prior to or immediately following the
reproductive loss event, the unit member is on or chooses to go on Pregnancy Disability
Leave, California Family Rights Act leave, or any other leave pursuant to state or
federal law, the unit member must complete their reproductive loss leave within three
(3) months of the end date of the other leave.

. A “reproductive loss event” means the day or, for a multiple day event, the final day of

a failed adoption, failed surrogacy, miscarriage, stillbirth, or an unsuccessful assisted
reproduction, as those terms are defined below.

. Unit members should provide notice of their need for reproductive loss leave as soon

as practicable to Human Resources. The District shall maintain the confidentiality of
any unit member requesting leave, and any information provided to the District by a
requesting unit member shall not be disclosed except to Human Resources or
management, as necessary, or as required by law. The District prohibits retaliation in
any form against a unit member who exercises their right to reproductive loss leave or
as otherwise provided by applicable law.

. Unit members may use available paid leave concurrently with reproductive loss leave,

including Personal Necessity or Vacation. Reproductive loss leave shall be in addition
to any leave used by a unit member for pregnancy-related disability.

. Section 24: Leave for Victims of Qualifying Acts of Violence

1. Employees shall be entitled to leave pursuant to Government Code section 12945.8
when an employee is a victim of, or has a family member who is a victim of,
qualifying acts of violence.

2. Government Code section 12945.8 allows employees who are victims to take up to
twelve (12) weeks and employees who have a family member who is a victim to
take up to ten (10) days of leave.

ARTICLE P: VACANCIES

Section 1: Definitions

A. Vacancy: a vacancy is defined as a new or existing bargaining unit position which is

not currently staffed by a bargaining unit member and which the District intends to fill.
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B. Promotion: a promotion is any change in classification, except reclassification pursuant
to Article W, which results in a higher range.

C. Demotion: a demotion is any change in classification, except reclassification pursuant
to Article W, which results in a lower range.

D. Transfer is a movement of bargaining unit employee(s) from one position or worksite
to another within the same classification. Transfers may be either voluntary (employee initiated)
or involuntary (District initiated).

E. Classification: positions that are assigned the same title, job description, minimum
qualification and salary range. Appendix | of this Agreement sets forth the Classifications within
each Class (job family).

F. Class: the job family of related Classifications, e.g. Nutritional Service Class,
Administrative Services Class, Maintenance and Operations Class, Security Services Class, and
Instructional Services Class.

Section 2: Voluntary Transfer

A.  Any permanent bargaining unit member may apply for transfer to any position
or worksite within their classification by submitting a request for transfer on the appropriate
District form. The form shall include site(s), shift hours, and total work hours requested. All
requests shall be on file with Human Resources through June 30t of that year.

B.  Transfer requests shall be organized on eligibility lists in order of seniority,
provided however that employees seeking such seniority transfer have evaluations that meet
or exceed standards.

C. The District will first seek qualified applicants through the voluntary transfer list.
Bargaining unit employees will have three calendar days to respond to offers of voluntary
transfer.

Section 3: Involuntary Transfer Provisions:

A. The District and CSEA realize the necessity of involuntary transfer. However, given
the vast size of the District, it is agreed that no bargaining unit employee shall be involuntarily
transferred between the east and west ends of the District.

1. The West end consists of Morongo Valley, Yucca Valley, Landers, and Joshua
Tree. The East end consists of the 29 Palms area and Joshua Tree. Joshua Tree is both East
and West end. Bargaining unit members may be assigned to or from Joshua Tree from either end
of the District.

2. Bargaining unit positions may be designated “Itinerant-East” and “Itinerant-West.”
Bargaining unit employees in those positions may be assigned to work at any site on their
designated end of the District, and their assigned worksite(s) may be changed within that end of
the District and it shall not be considered an involuntary transfer. The District may not assign a
bargaining unit employee in an itinerant position to the other end of the District without the
employee’s agreement.
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3. Positions in the following job classes may be designated as “District-Wide:”
Information Technology and Maintenance and Operations (excluding custodians and warehouse
personnel). Employees in District —wide positions may be assigned as needed to either end of the
District, while retaining their East and West initial reporting designation. Bargaining unit
employees in District-wide positions may be assigned to report to any site on their designated end
of the District, and their reporting site may be changed within that end of the District and it shall
not be considered an involuntary transfer.

B. Involuntary transfers shall not be made for punitive or preferential reasons. A unit
member may be involuntarily transferred due to urgent operational need from one (1) position to
another in the same classification and minimum hours at the discretion of the Assistant
Superintendent of Human Resources. Such involuntary transfer shall not be taken as an adverse
action in retaliation for the documented reporting to the District's administration of legal or policy
violations, or safety or civil rights issues, nor shall an involuntary transfer be taken for disciplinary
reasons, unless pursuant to the settlement of a disciplinary matter per the process in this
agreement.

C. Voluntary transfers will be implemented, as applicable, prior to initiating involuntary
transfers. However, when an involuntary transfer is pursuant to the settlement of a disciplinary
matter, necessary to resolve employee conflict, necessary due to the abolishment of a position at
a site due to layoff resolution, or required by law, the District-initiated involuntary transfer(s) shall
occur prior to a voluntary transfer if said voluntary transfer would preclude the involuntary transfer.
In cases of employee conflict within the bargaining unit, an involuntary transfer shall affect the
less senior unit member.

D. Prior to any involuntary transfer the District shall provide ten (10) working days’ notice
to the affected unit member with a copy to CSEA. The affected unit member shall have the right
to meet with their supervisor or administrator designee and to know the reasons for the transfer.
If the employee requests a meeting, said meeting shall occur within ten (10) working day notice
period, and prior to any change being implemented. This meeting make take place by telephone
if the unit member agrees. No employee shall, as a result of any involuntary transfer, suffer any
loss in pay, hours per day, days per month, or months per year of assignment.

E. This provision shall not be interpreted as being a waiver of CSEA’s right to negotiate
the effects, if any, of an involuntary transfer(s).

Section 4: Eligibility Lists

A. A permanent unit member who meet the qualifications (see Section 6: Qualification
Process) may elect to have their name on an eligibility list for promotional positions or positions
outside their classification.

B. Eligibility lists will be valid through June 30" of that year.

C. If there are four (4) or more unit members on an eligibility list, those applicants will be
interviewed for the position prior to the posting of a vacancy.

D. Ifthere are three (3) or less unit members on the eligibility list, the District reserves the right
to post the vacancy prior to interviews. Those on the eligibility list will be included in interviews
along with any new, qualified applicants.
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Section 5: Vacancy Notification

A. The District shall electronically notify all classified employees by email, and at all school
sites and offices, of the job vacancy. Site administrators shall ensure the posting of
announcement(s) of all job vacancies in all places where unit members work. The District shall
also ensure the posting of the Classified Personnel Report for each Board of Trustees meeting
for the 2023-24 school year only. The announcements will remain posted for at least (7) working
days prior to the application deadline. This would include confidential and classified management
positions. The District shall provide a reasonable number of operable computer workstations at
all work sites for the purpose of equitable employee access to the District website, subject to
District Tech policy. As available, the District shall allow employees to check out laptops for the
day, upon request. Unit members shall not use District technology to perform duties during times
the unit member on break, at lunch, or not otherwise required to perform duties for the District.

B. During summer recess, the District will post all vacancies on the District website. Prior
to summer recess, all employees will be notified that the job announcements can be viewed on
the District’'s website. This would also include posting the vacancies at all traditional secondary
school sites.

C. The notice will set forth the minimum qualifications for the vacancy and application
procedures.

D. Unless parties mutually agree otherwise, the District shall fill vacancies within seventy
(70) calendar days of posting. If any of the days fall within a recess period, those days shall be
excluded from the 70 calendar day count. The summer recess shall be counted as the day
following the last day of school to August 1 of the same year. During the seventy (70) day period,
the District may fill the vacancy with a substitute employee.

E. A Confidential and Management Employee who has previously completed a
probationary period in a bargaining unit position in the District shall be entitled to apply for a
bargaining unit vacancy posted in a current job vacancy bulletin. The employee shall be limited
to applying only for positions in the job class from which they promoted, or a job class from which
they previously completed a probationary period. Such employee must meet the qualifying criteria
as outlined below.

Section 6: Qualifying Process

A. All eligible bargaining unit applicants, with the exceptions noted below, will take a
qualifying examination. It will be related to the particular job and will be administered by Human
Resources. It will be separate from any practical demonstration of skills that may be administered
later in the selection process.

1. Testing shall be waived only for those individuals who are applying for a transfer
or demotion and meet the following criteria:

a. Atransfer or demotion within the same job family who has, while working for the
District, demonstrated the ability to perform the duties set forth in the job description. This ability
is to be verified by a written statement from the applicant's immediate supervisor or Human
Resources.
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b. An employee who has successfully completed the probationary period for the
classification for which they are now applying.

2. Passing test scores will be valid for twenty-four (24) months, unless the
examination has been changed within that twenty-four (24) month period. Tests will only be
administered when a there is a job announcement for a vacancy for that classification or during a
specific “testing window.” If a unit member does not pass the test, they may not retake the test
until there is a new job announcement for the vacancy or the test is offered in another “testing
window.” If a unit member does not pass the test, they may request to review the test, in which
case the unit member may not re-take the test for that classification for forty-five (45) calendar
days.

3. Tests may also be administered during specific “testing windows” scheduled at the discretion
of Human Resources.

a. All unit members will be informed of the ability to test at least three (3) weeks
prior to the scheduled testing session.

b. Any unit member will be allowed to take any test; however they will be informed
that a passing score does not automatically qualify them for an interview.

c. Testing sessions will be scheduled at a variety of times in order to provide
sessions outside of all unit member’s working hours.

Section 7: Selection Process

A. If there are four (4) or more bargaining unit employees who qualify for a bargaining unit
vacancy, all bargaining unit applicants who have successfully completed the qualifying
procedures set forth in Section 3 shall be interviewed by the selection committee and/or
supervisor/administrator. Successive employees(s) shall be offered the position until the number
of qualified bargaining unit applicants fall below four (4) in which case, part B, below, becomes
effective. Tie decisions between bargaining unit employee finalists shall be determined by
seniority. Barring emergency circumstances, the selection committee and/or supervisor or
administrator will remain the same throughout the selection process for a particular vacancy.

B. If less than four (4) bargaining unit employees qualify for a vacancy, the District may
include qualified outside applicants with the qualified bargaining unit applicants in the selection
process.

C. If a bargaining unit employee is not selected, the bargaining unit employee may request
in writing a written explanation for the District's decision. If the successful candidate is not a
bargaining unit employee, then that candidate must be more qualified than any bargaining unit
employee in that selection process.

Section 8: Reassignment Due to lliness or Injury

A regular bargaining unit employee who is determined to be incapable of performing the
duties of the position because of illness or injury may be assigned duties which the bargaining
unit employee is capable of performing. The salary placement and status in classification of a
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bargaining unit employee so reassigned shall be mutually agreed upon by the District and CSEA
Chapter 29.

Section 9: Break in Service

Any permanent bargaining unit employee in good standing who voluntarily resigns and is
hired back to the same or related lower classification within thirty-nine (39) months, shall be
restored to all previous seniority, and the rights, benefits and burdens of the classification to which
the employee returned.

Section 10: Confidential and Management Employees

A. A Confidential and Management Employee who applies for and is hired to a

bargaining unit position shall be restored to all previous seniority, and the rights, benefits and
burdens of the classified bargaining unit.

B. No Professional Growth bonus will be granted for course work completed while

the Employee was a Confidential and Management Employee, with the exception that any
Professional Growth bonus granted while the employee was a bargaining unit employee shall be
reinstated.

ARTICLE Q: EXTRA HOURS ASSIGNMENTS (BARGAINING UNIT POSITIONS)

A. This section shall not apply to bargaining unit employees replacing bargaining unit
employees who are absent from work due to an authorized leave of absence. This section shall
apply only where bargaining unit employees are working in vacant positions or vacant extra hour
assignments.

B. Part-time bargaining unit employees working in vacant positions which result in an
increase of thirty (30) minutes or more per day in excess of their regular part-time positions shall
be considered to be working extra hours assignments.

C. Bargaining unit employees temporarily working in vacant positions or vacant extra
hours assignments shall earn seniority, holiday, sick and vacation and holiday credits in
accordance with the increase in assigned time.

D. An employee who is not eligible for health, welfare, and retirement benefits based on
their regular assignment shall not become eligible for such benefits solely due to the extra hours
worked under this section for seventy (70) or less calendar days, absent a statutory right to such
benefits. A bargaining unit employee shall not temporarily work in a vacant position or vacant
extra hours assignment for a period exceeding seventy (70) calendar days in each vacancy. The
District shall actively recruit to fill the vacant or newly created position. For all seventy (70)
calendar day timelines in this Article, if any of the calendar days fall during a recess period, those
days shall be excluded from the seventy (70) calendar day count. The summer recess shall be
counted as the day following the last day of school to August 1 of the same year.
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1. If a bargaining unit employee exceeds seventy (70) calendar days in the
vacant position or vacant extra hours assignment, the bargaining unit employee shall be offered
the additional hours as a permanent adjustment to their assignment if the assignment is in the
same classification as the employee’s regular assignment.

2. If a bargaining unit employee serves more than seventy (70) calendar days
in the vacant position or vacant extra hours assignment which is in a different classification than
the employee’s regular assignment, the bargaining unit employee shall be offered the position.
The bargaining unit employee shall be treated as a probationary employee in the new position
and the time served while in the vacant position or vacant extra hours assignment shall count
toward permanent status in the new position under the terms of Article R.

3. In the event that the District offers an employee a position as delineated in
Section 1 or 2 above, CSEA shall be notified to represent the employee.
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ARTICLE R: PROBATIONARY PERIODS
A. New (Initial) Employee Probation
1. The initial probationary period for a new bargaining unit employee is 115
days actually worked (not to include paid leaves or holidays).

2. A new bargaining unit employee serving their initial probationary period may
be dismissed at any time during the probationary period and such action shall not be subject to
the grievance or discipline procedures of this Agreement.

3. In the event a new bargaining unit employee serving their initial probationary
period is promoted, transferred or demoted to a different classification prior to serving 115 days
in paid status in the District, and subsequently fails that probation or voluntarily resigns from the
new classification, they may, in lieu of termination and at the discretion of the District:

a. Serve the remainder of any uncompleted probationary period in the
former classification; or

b. Be placed on the re-employment list for their former classification for
a period of thirty-nine (39) months in the same manner as if they were laid off for lack of work or
lack of funds. Placement on the re-employment list shall be consistent with the bargaining unit
employee's seniority in classification under the provisions of this Article J of this Agreement. When
recalled from the 39-month reemployment list, the employee shall serve the remainder of any
uncompleted probationary period in the former classification.

4. In the event that a new bargaining unit employee has served an initial
probationary period of 115 days actually worked (not to include paid leaves and holidays), but
during that period has promoted, transferred, or demoted to a different classification and
subsequently fails probation in the new classification, they shall be, by seniority, returned to the
employee’s prior classification as per Section B.3 of this Article.

B. Permanent Bargaining Unit Employees Serving a Probationary Period in a New

Classification

1. Any permanent bargaining unit employee who transfers, promotes, or
demotes to a classification in which he/she has not previously completed a probationary period,
shall serve a probationary period of seventy (70) days actually worked (not to include paid leaves
or holidays) in the new classification.

2. Supervisors shall evaluate permanent bargaining unit employees serving a
probationary period in a new position after the completion of thirty-five (35) days actually worked,
as provided in Article T.

3. A permanent bargaining unit employee serving a promotional, transfer, or
demotional probationary period who subsequently fails probation in the new classification shall be
reinstated in permanent status in their former position unless there is cause for dismissal from
district employment.

4. A bargaining unit member may request to be reinstated to permanent status

in their former position before the conclusion of their seventy (70) day probation period. This
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request must be submitted in writing to the Assistant Superintendent of Human resources. All the
subsequent processes and procedures of a failed probation will apply.

5. The District’s decision to not pass an employee through a promotional,
transfer, or demotional probationary period shall not be subject to the grievance or discipline
procedure of this Agreement, but the bargaining unit employee may appeal the action to the
Superintendent whose decision shall be final. Any dismissal or suspension shall be subject to the
discipline Article V of this Agreement.

ARTICLE T: PERFORMANCE EVALUATION
Section 1: General

A. The parties have agreed to an evaluation format which includes standards and
procedures for employee evaluation and which is attached as an Appendix of this Agreement and
incorporated by reference herein.

B. Performance Evaluations shall not be used to discipline employees.

C. Each employee shall be notified annually of the identity of the employee's primary
evaluator no later than October 1.

Section 2: Evaluation Schedule

A. Probationary employees: After the completion of three (3) months and, if the employee
is retained, after the completion of the probationary period.

B. Permanent employees serving a probationary period in a new position: After the
completion of thirty-five (35) days actually worked and, if the employee is retained, after the
completion of the probationary period.

C. Permanent employees: Each permanent employee shall receive an evaluation at least
once every two years prior to May 1 of the evaluation year.

Section 3: Procedure

A. The employee's evaluator shall prepare the evaluation in the required evaluation format.

B. The evaluator shall discuss the evaluation with the employee.

C. The form shall be signed by the employee to indicate receipt, and the employee shall
be given a signed and dated copy.

D. The employee shall be given fifteen (15) working days to respond to the evaluation
before the evaluation is placed in the employee's Personnel File. Said response shall be attached
to the evaluation.
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Section 4: Recommendation for Improvement

Prior to receiving a rating of Needs Improvement in any performance area on an
evaluation, the evaluator shall inform, in a timely manner, a permanent bargaining unit employee
of improvements needed, so as to give employee opportunity to improve performance.

A. Any rating of Needs Improvement on an evaluation shall include specific
recommendations for improvement(s) and provisions for assisting the employee in implementing
any recommendations made.

B. For permanent employees, a follow-up evaluation shall be conducted within three (3)
work year months to determine if progress has been made towards the employee achieving the
recommended improvement.

C. The procedures set forth in Section 3, above, and Section 5, below, shall be used for
any follow-up evaluation(s).

Section 5: Appeal Rights

A. Only the evaluation procedures, not the contents of an evaluation, shall be subject to
the grievance procedure of this Agreement.

B. An employee who is not satisfied with the performance evaluation shall, upon written
request, be granted a review conference with the Assistant Superintendent, Human Resources,
whose decision regarding the disposition of the evaluation shall be final.

ARTICLE U: PERSONNEL FILE

Subject to reasonable regulations by the District, an employee shall have the right without
loss of pay to examine and/or obtain copies, at the employee's expense, of any material from the
employee's personnel file with the exception of material that includes ratings, reports, or records
which were obtained prior to the employment of the employee involved, or other material which
lawfully may be or are required to be withheld from employees. Upon written authorization of any
employee, said employee's representative shall be accorded the same right of inspection and/or
copying at their expense. In accordance with applicable laws, all personnel files shall be
maintained in confidence by the District, subject only to use as required for the administration of
the affairs of the District, including but not limited to supervision of the employee who is subject of
the file.
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ARTICLE V: DISCIPLINE

Section 1: Just Cause

Discipline shall be imposed on permanent bargaining unit employees in accordance with
the terms of this section and for just cause, consistent with and subject to provisions of the

Education Code and other applicable Federal, State, and local Regulations.

Any of the following offenses on the part of the bargaining unit employee shall constitute
grounds for discipline:

A. Incompetence, inefficiency, inattention to or dereliction of duty, lack of ability or failure
to perform the assigned duties in a satisfactory manner.

B. Insubordination, failure to obey reasonable direction or observe reasonable rules of
school district management, or willful and/or persistent violation of the provisions of the District
policies, safety rules, or the Education Code.

C. Conviction of any felony; conviction of a misdemeanor involving moral turpitude;
dishonesty harmful to public service; immoral conduct harmful to public service; being under the
influence of or consuming alcohol while on duty; addiction to or use of controlled substances; or
fraud in obtaining employment with the District.

D. Political activity, during the assigned hours of duty.

E. Discourteous or inappropriate treatment of the public, students, or other district
employees, or other willful failure of good conduct tending to injure the public.

F. Physical or mental incapacity.

G. Absence from duty without authorization, including tardiness; abandonment of position
(except in emergency situations, abandonment is defined as absence of five or more consecutive
workdays without proper notification to District personnel. Notification includes but is not limited
to entering absence on Sub On Line and/or calling your immediate supervisor, Human Resources
or District Receptionist.

H. Negligence in performance of duty or use of District property, which endangers the
property, health, or safety of persons.

l. Theft or destruction of District property.

J. Unauthorized overtime.

K. Failure to maintain valid licenses and/or certifications required by Federal, State,
County, or City government when required in the performance of an employee’s daily duties.

L. Abuse of sick leave entitlement

Section 2: Procedures

When the District determines that the serious nature of the allegations warrant it, any of the
following procedural steps may be skipped. However, nothing in the previous sentence shall
lessen the District’s burden of proof of said allegations, nor does it change in any way the discipline
appeal(s) process. The following procedures may be repeated as often as the supervisor deems
necessary before proceeding to the next step. For the purpose of discipline, the following

procedures shall be followed:
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6.

Informal Discussion - (optional) No Record

Verbal Warning - Followed by summary memo, nothing in Personnel File.
Written Warning - With five (5) day notice to Personnel File.

Disciplinary Suspension of five (5) days or less.

Disciplinary Suspension of greater than five (5) days.

Termination

VAVAVAVAVAVAVAVAVAVAVAVAV,VAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAV,VAVAVAVAVAVAVAVAVAVAVAVAVAV,VAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAV,VAVAVAVAVAVAVAVAVAV,A VAN

STEP 1:

STEP 2:

STEP 3:

STEP 4:

STEP &5:

STEP 6:

INFORMAL DISCUSSION - OPTIONAL (employee/supervisor)

A supervisor will discuss situation with employee. There is no formal recording of
this meeting.

VERBAL WARNING (employee/supervisor/representative if desired)

a) Situation investigated, reviewed, and discussed. Behavior change indicated
as necessary.

b) Summary memo sent to employee. Nothing to Personnel File.

WRITTEN WARNING (employee/supervisor/representative if desired)

a) Incident Form used. Problem reviewed, remedy plan outlined with timelines
and employee comments included.

b) The Follow-up Form is used to assess progress of the plan. Within
ninety (90) days of the written warning, the progress will be discussed with the
employee and the Follow-up Form completed.

C) Bargaining unit employee may attach statements under ten (10) day

notification.

DISCIPLINARY SUSPENSION OF FIVE (5) DAYS OR LESS

(employee/supervisor/representative and Assistant Superintendent, Human

Resources or designee)

a) Continued violations may result in recommendation of disciplinary

suspensions of five (5) day or less without pay.

b) Appeals to recommended suspension see Sections 4 - 6.

C) Immediate suspension - see Section 7 for cause and procedures.

DISCIPLINARY SUSPENSION OF GREATER THAN FIVE (5) DAYS

(Employee/Supervisor/Representative and Assistant Superintendent, Human

Resources or designee)

a) Continued violations may result in recommendation of disciplinary
suspensions of greater than five (5) days without pay.

b) Appeals to recommended suspension, see Sections 4 — 6.

TERMINATION

a) If all previous actions have failed to correct problem, termination may be

recommended.
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Section 3: Written Notice of Proposed Discipline

In taking disciplinary action against a permanent bargaining unit employee under Section
2: Procedures, Steps 4 and 5 (Disciplinary Suspension) or 6 (Terminations), a written notice of
proposed discipline shall be personally served on the bargaining unit employee or served by

certified mail, return receipt requested, at least ten (10) calendar days prior to the effective date
of the proposed action. The discipline packet for Disciplinary Suspension of less than five days
(Level 4), Disciplinary Suspension of greater than five days (Level 5), and Termination (Level 6)
will be prepared by Human Resources administration or confidential employees. The notice of the
proposed discipline shall contain:

A. A description of the proposed action and its effective date;

B. A statement of the reasons for such proposed action, including the acts or omissions
on which the proposed action is based;

C. Copies of materials, if any, in the possession of the District and on which the proposed
action is based;

D. A statement of the bargaining unit employee's right to a pre-disciplinary meeting (i.e.
Skelly) regarding the charges, as provided for below;

E. A statement of the employee's right to be represented during this procedure;

F. A statement of the employee's right to appeal to the Board of Education should the
proposed action be recommended to the Board of Education;

G. A District form, the signing and filing of which shall constitute a demand for a hearing
when the District determines to recommend such discipline be imposed.

Section 4: Impartial Hearing

Should disciplinary action be recommended to the Board of Education, the Association
shall have the right to refer such action to an impartial hearing officer selected by mutual
agreement of the District and the Association prior to its being presented to the Board of Education
and, the effective date of the proposed disciplinary action shall be held in abeyance pending the
decision of the hearing officer.

If the District and the Association cannot agree upon a hearing officer, the American
Arbitration Association will be requested to supply a list of five (5) names. Each party will
alternately strike from the list until only one (1) name remains. The order of striking will be
determined by lot. The District and Association will share the cost, if any, of the hearing officer.

Failure of the bargaining unit employee to appeal, as provided for in Section 5, below, shall
make the decision of the hearing officer final and binding.

Section 5: Appeals to Proposed Disciplinary Action

A. If the Association does not refer the matter to a hearing officer, the bargaining unit
employee shall have the right to appeal the proposed discipline to the Board of Education in
accordance with "C" below.

B. A permanent bargaining unit employee who has been demoted, suspended or

dismissed by action of a hearing officer, may appeal the action within fourteen (14) calendar days
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after receipt of a copy of the hearing officer's decision by filing a written response to the decision
clearly stating the desire to exercise this right of appeal and the reasons for appeal.

C. In the event a hearing officer is not utilized, the Board of Education shall conduct a
hearing and the decision of the Board of Education shall be final.

D. In the event the bargaining unit employee appeals a hearing officer's decision to the
Board of Education, the Board of Education shall either conduct a hearing or review the decision
of the hearing officer and the decision of the Board of Education shall be final.

Section 6: Immediate Suspension

A. Notwithstanding any of the above provisions, the parties agree that in circumstances
where the conduct of a bargaining unit employee is reasonably believed by the District to
constitute a threat to the person or property of the District, its employees, or students, an
immediate suspension is justified. Prior to imposing a suspension without pay under this Section,
the bargaining unit employee shall be given written notice of proposed action stating the grounds
and particular facts upon which it is based, access to materials supporting the proposed action,
and the right to respond orally or in writing or both to the Superintendent or designee. Whether
or not such suspension should have been with or without pay, shall be decided by the hearing
officer or the Board of Education, whichever is applicable. Where the suspension is with pay, a
written notice shall be made available to the employee and to CSEA within one (1) working day,
(24 hours), stating the time the employee was suspended and the basic reason for the immediate
suspension.

B. As soon as practicable after suspension with pay, the bargaining unit employee
shall be entitled to a conference with the Assistant Superintendent, Human Resources or
designee.

Section 7: General

A bargaining unit employee charged with the commission of any sex offense as defined in
Section 44010 of the Education Code, or any narcotics offense as defined in Section 44011 of the
Education Code, by complaint, information, or indictment filed in a court of competent jurisdiction
may be suspended as provided for in Section 45304 of the Education Code. Such a suspension
will be processed as an involuntary personal leave in accordance with the provisions of this rule
relative to suspension. The bargaining unit employee may receive compensation as provided for
in the Code Section. Such suspension shall be reviewed by the Board of Education every ninety
(90) calendar days.

1
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ARTICLE W: CLASSIFICATION, RECLASSIFICATION AND ABOLITION OF POSITIONS
Section 1: General
Each bargaining unit position shall be placed in a classification with a designated title, and
shall have: a regularly assigned minimum number of hours per day, days per week, and

weeks/months/days per year, a job description enumerating the specific duties to be performed
in each such position, and a regular monthly salary range.
Section 2: Classification and Reclassification Requirement

Whenever the duties actually performed by an incumbent in a position are not actually
reflected in, or reasonably related to, the specific statement of duties required to be performed as
set forth in the job description for the position, the employee shall be reclassified, or granted pay
for work out of classification, in accordance with the criteria and procedure set forth below.

Section 3: Pay for Work Out of Classification

Where the duties performed are not fixed and prescribed for the position or reasonably
related to those fixed and prescribed for the position, and where those duties, upon the completion
of which, such duties or similar duties will not be extended or needed on a continuing basis, the
employee shall be entitled to an upward adjustment for the entire period such temporary duties
were performed, provided that the assignment was for a period of at least five (5) working days
during any fifteen (15) calendar day period. Upward adjustment shall be as defined in Article L,
Section 7. It is the intent of this section to permit the District to temporarily work bargaining unit
employees outside their normal duties but in so doing to require that some reasonable additional
compensation be provided the employee during such temporary assignment.

Section 4: Reclassification

A. Reclassification of a position may be warranted:

1. If there is a significant proposed change in the types of duties and/or the level of
responsibility of one or more job areas, where the duties or level of responsibility
will be extended or needed on a continuing basis.

2. If there has been a gradual accretion of duties in a job classification, (meaning a
natural growth in the number and/or scope of duties, not the volume of existing
duties).

3. If the job description no longer accurately reflects the current duties of the position.

B. Reclassification Review Committee

1. In order to assure an efficient, fair and equitable Classification and Reclassification
System, a standing advisory committee is hereby established to make
recommendations to both the District's and CSEA’s negotiating teams regarding
the reclassification applications.

2. ltis the intent of the Committee structure to complement the collective bargaining
process and it is recognized that participation in this process is not a waiver of
negotiation rights on any subjects within the scope of representation arising as a

result of the Committee deliberations.
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3. The Committee shall be composed of two (2) representatives appointed by the

CSEA Chapter President and two (2) representatives appointed by the District. All
Committee members must be current employees of the District.

C. Conflict of Interest

Any Committee member with a conflict of interest in any proposed or requested

reclassification shall excuse him/herself from the Committee during all consideration of

issues relating to that position, including but not limited to all discussions, deliberations

and votes. A conflict of interest requiring recusal exists when:

1.

A Committee member is an immediate family member (as defined by Article O of
this collective bargaining agreement (Bereavement Leave)) of the incumbent of the
position proposed or requested reclassification.

A Committee member has a conflict of interest as defined by Board Policy.

A Committee member whose request for reclassification is being reviewed by the
Committee.

A Committee member has a close personal relationship with the member under
consideration.

A Committee member has a financial interest as defined by Government Code
§1090 and/or the Political Reform Act.

Other factors as determined by the Committee, such as worksite-based conflict of
interest.

In the event of a conflict of interest as defined by this section, an alternate shall be
appointed by the appropriate party to fill the vacancy created by a recusal.

D. Timelines

The Committee shall review reclassification requests received from employees

annually as follows:

1.

All completed forms must be received by the Human Resources Department
between October 1t and December 15™, inclusive, to be considered for review
within the same school year.

The Committee will not consider requests that were submitted and examined within
the previous three (3) years unless significant changes in the job duties can justify
such a review. An increase in the volume of work is not a valid reason for a
reclassification.

Classifications must be established for a period of at least three (3) years before
reclassification can be considered

No more than five (5) positions may be reviewed through this process in any year.
Eligible and qualifying application requests shall be considered on a first come, first
served basis.

E. Procedures

1.

A reclassification request may be initiated by the employee or his/her supervisor.
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. All requests for reclassification must be submitted on the ‘Classification

Questionnaire” forms and any supporting materials submitted to the Human
Resources Department by the deadline for action. Forms are available from the
Human Resources Department. An employee requesting reclassification shall not
complete this form during his/her working hours.

. If the employee initiates the request, Human Resources shall provide a copy of the

completed form to the immediate supervisor for review. The supervisor shall have
up to twenty (20) working days to provide a response to Human Resources.
Following the immediate supervisor’'s timely comments, the employee shall have
up to twenty (20) working days to provide a timely response to the Committee.

. Committee members are responsible for reviewing the classification questionnaire

and any supporting materials submitted by the employee or immediate supervisor
prior to the scheduled interviews, if any. A written statement from the next level
administrator may also be reviewed. Committee members should be prepared to
ask appropriate questions to clarify any issues arising from the questionnaire and
materials.

. The Committee may, upon a majority vote, elect to conduct field interviews. Such

field interviews shall be scheduled when all Committee members are available to
participate, however, not all four are required. Individual Committee members shall
have no authority to independently investigate the reasons for or against a
reclassification.

. Aninterview may be scheduled with the employee and immediate supervisor before

the Committee. The purpose of the interview is to gather information and to clarify
any ambiguities. In the event of a group reclassification request, it is preferable to
interview all incumbents at the same time. The interview shall be scheduled during
the affected employee’s non-work hours.

. Following the completion of the review of all requests for reclassification, Committee

members shall participate in discussions as a group concerning the merit of the
request(s) based on the guidelines for reclassification.

. Committee members shall vote on a recommendation after considering the

following information: the classification questionnaire and supporting materials
submitted by the employee or supervisor, the response to the request from the
immediate supervisor and employee’s reply, the statement by the next-level
administrator (if any), interviews (if any) with the affected employee and immediate
supervisor, and information obtained in field interviews (if any).

. The Committee shall forward its decision to the lead negotiator for CSEA and the

District. The committee’s decision shall be final unless either party initiates
negotiations.

10. The decision of the Committee and/or the outcome of a reclassification application
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shall not be subject to the grievance procedure. Only alleged violations of the
procedure provided by this article shall be grievable.

11. Any reclassification application which is approved by both parties shall not be
resubmitted for at least three (3) years following the Committee’s decision;
reclassifications that are not agreed to by the parties shall not be resubmitted for at
least three (3) year following the Committee’s decision.

Section 5: New Classifications

In the event that the District hereafter creates a new job classification or proposes to
substantially change the duties of an existing classification to which this Agreement applies, the
District and CSEA, and its Chapter 29, shall meet to negotiate with regard to whether or not such
position is to be included within the bargaining unit, either party may petition the Public
Employment Relations Board for Unit Clarification. If there is a dispute as to the appropriate rate
of pay, minimum qualifications or job title to be assigned the position, the parties shall meet and
negotiate regarding the dispute.

Section 6: Salary Placement of Reclassified Positions

When a position(s) is reclassified, the incumbent(s) shall be placed on the same step of
the new range to which they were assigned prior to reclassification. If the incumbent(s) is
reclassified to a lower range, the incumbent(s) shall be "Y" rated. In no event shall upward
reclassification result in a loss of pay for a classified employee, and in no event shall the
reclassification change the employee’s anniversary date for the purposes of earning salary step
increases. Unless negotiated differently, the reclassification shall become effective retroactive to
reclassification submission date.

Section 7: Incumbent Rights

When a position(s) is reclassified, the incumbents(s) in the positions(s) shall be entitled to
serve in the new position(s).
Section 8: Abolition of a Position or Class of Positions

If the District proposes to abolish a position(s) or classification, it shall notify CSEA, Chapter
29, in writing. If in the abolishment of a position or classification, the District proposes_to transfer
the duties of the position or classification to another position or classification, then that transfer of
work and/or increase in workload shall be negotiable.

Section 9: Review of Job Descriptions

All bargaining unit job descriptions shall be systematically reviewed according to a five-
year plan of program maintenance, with at least one job family being reviewed each year
(Administrative Services, Instructional Services, Maintenance and Operations, Nutritional
Services, Security Services). The Job Descriptions in each family shall be updated according to
the scheduled review, with the intent being to ensure that job descriptions accurately reflect each
position’s duties, skills, and legal requirements as they may change over time. This annual job
family study will not preclude a bargaining unit employee who chooses to request reclassification

per this Article.
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ARTICLE X: SAFETY AND HEALTH
A. General Provisions

1.

2.

3.

The District shall make all reasonable effort to provide safe and healthful working
conditions in compliance with applicable CalOSHA requirements.

The District shall communicate on matters relating to occupational safety and health,
including information designed to encourage employees to inform the employer of hazards
at the worksite without fear of reprisal. No bargaining unit employee will be in any way
discriminated against for reporting unsafe or unhealthful work conditions.

The District may require certain employees to wear safety equipment and/or personal
protective equipment and shall furnish any required safety equipment and/or personal
protective equipment to permit bargaining unit employees to perform assigned duties
safely. The District shall ensure regular annual refresher safety training for all bargaining
unit employees, consistent with their classifications. The District shall offer timely training
programs, which may include on the job training, as applicable upon adoption of new tools,
materials, equipment, and/or procedures, in addition to hazard-specific training occasions
of wildfire, pandemic, etc.

If the District establishes a safety committee, CSEA shall have the right to appoint a
reasonable number of bargaining unit employees to serve on said committee, meaning no
less than the number of certificated bargaining unit members.

B. Paraeducator Welfare and Safety

The District shall provide training to paraeducators. Training topics shall include safe lifting
techniques, proper reporting procedures for workplace violence and/or injury, and de-
escalation strategies. ProAct or equivalent training will be provided as required by job
description.

C. Security Cameras

1.

The purpose of viewing these recordings is to ensure student and employee safety, protect
District property, and determine the source of/or prevent criminal activity.

Annually, upon request, the District shall provide CSEA with a listing of the number of
known recording equipment to be used at worksites. An initial list of equipment will be
provided fifty (50) days after MOU is signed and ratified by both parties.

When the District has installed recording equipment, signs will be posted to notify persons
that recordings may occur at the District.

No recording equipment will be installed where there is a reasonable expectation of
privacy, in accordance with applicable law, such as restrooms or locker rooms.

The District will not use recording(s) to determine promotions and transfers, to serve as a
timeclock, or to evaluate employee work performance.

The District will not use recordings(s) to discipline CSEA bargaining unit employees except
in the circumstance when the recordings reviewed provide evidence that a) the employee

engaged an act of criminal activity, or b) the recording corroborates a verbal complaint or
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witness statement.

7. Recording equipment and living recordings may be used for instructional purposes.
However, it is agreed that any use for instructional purposes is also subject to paragraphs
5&6.

D. Trainings

1. The District shall provide in-person safety training for all Classified Bargaining unit
employees each school year.

2. A sub-committee of the existing District Safety Committee which shall be composed of
at least two (2) representatives appointed by the CSEA Chapter President and two (2)
representatives appointed by the District shall be responsible for determining which
trainings will be offered and when they will be offered.

ARTICLE Y: EFFECT ON AGREEMENT - ENTIRE AGREEMENT

To the extent permitted by law, the specific provisions of this Agreement prevail over
District practices, policies, procedures, rules and regulations pertaining to bargaining unit
employees.

District practices and procedures which are not within the scope of bargaining remain
discretionary with the District except that the parties shall meet and consult regarding the
development of procedures and/or policies relating to employer/employee relations not included
in this Agreement.

This written Agreement sets forth the full and complete Agreement between the parties,
superseding all prior formal or informal agreements thereon. There are no valid or binding
representations or inducements between the parties that are not embodied herein. Other than
reopeners, negotiations may occur on matters contained in this Agreement by mutual consent of
the parties. However, both parties otherwise expressly waive the right to bargain concerning
matters contained in this Agreement during the life of the Agreement.
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ARTICLE Z: DURATION OF AGREEMENT

Section 1: Term of Agreement

This agreement shall be and remain in effect from July 1, 2025 to and including June 30,
2028 and from year-to-year thereafter unless alteration or amendment is requested in writing

between January 1 and March 31 of each year unless mutually agreed otherwise, and in no case
later than ninety (90) days prior to the termination date set forth above.
Section 2: Negotiations

Negotiations may be reopened annually over Article L: Compensation and Benefits, and
one (1) additional article for each party each school year, and any additional article mutually
agreed upon. Negotiations over reopeners and for a successor Agreement shall begin as soon
as possible after public notice requirements have been met and this Agreement will stay in force
until negotiations for a new Agreement are completed.

Section 3: Additions or Changes in This Agreement

Any additions or changes in this Agreement shall not be effective unless reduced to writing
and properly ratified and signed by both parties.

FOR THE DISTRICT: FOR CSEA
Stacy Smalling, Asst. Supt., HR Mike Johnson, CSEA, Ch. 29 Pres.
David Daniels, Asst. Supt., Business Mary DEan, CSEA, Ch. 29 VP

Teri Markley, Negotiator

Jeremy F. James, Director H.R.

Tracy Lane, Negotiator

Date Samuel Turley, LRR, CSEA
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Classified Job Classifications

Administrative Services Class Range
Account Clerk — Purchasing 24
Account Specialist — Attendance 28
Account Specialist — Benefits/Payroll 28
Account Specialist — Budget 28
Account Specialist — Payroll 28
Account Technician — Accounts Payable 26
Account Technician — ASB 26
Accounting & Compliance Analyst — Nutritional Services 32
Administrative Assistant — Department/Program 26
Administrative Assistant — Secondary School 27
Administrative Assistant— Child Welfare/Attendance 26
Administrative Assistant - Elementary School 24
Administrative Assistant—Continuation High School 24
Budget Analyst 32
District Receptionist 18
Graphic Services Assistant 15
Graphic Services Manager 27
Health Technician 22
Human Resource Technician 20
Instructional Media Specialist 21
Information Technology Infrastructure Foreman 35
Information Technology Network Systems Specialist 35
Information Technology Support Specialist 29
Licensed Health Technician 29
Office Assistant — Nutritional Services 15
Office Assistant — School 15
Office Clerk — School 14
Office Technician — Maintenance 23
Office Technician — School/Expanded Learning 18
Office Technician — Special Education 18
Registrar 26
Registrar Alternative School 26
Safety/Compliance Officer 35
Secretary — School 21
Special Education Compliance/Data Technician 22
Site Technology Support Specialist 22
Security Services Class Range
Campus Safety Coordinator 20
Secondary Campus Supervisor 15
Noon Supervisor 12
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Instructional Services Class (paraprofessional) Range
ELOP Tutor 15
ELOP Facilitator 21
Instructional Assistant/Behavior 21
Instructional Assistant/Bilingual 18
Instructional Assistant/Classroom 14
Instructional Assistant/Deaf — Hearing Impaired 18
Instructional Assistant/ESL 16
Instructional Assistant/PBIS 14
Instructional Assistant/Physical Education 14
Instructional Assistant/Severely Disabled 18
Instructional Assistant/Special Education 16
Instructional Assistant/Visually Impaired 16
Job Coach 17
Job Developer/Coach 20
Library Media Center Clerk 17
Library Media Center Technician 22
Special Circumstances Instructional Assistant 18
Speech Language Pathology Assistant 29

Nutritional Services Class

Nutritional Service | 13
Nutritional Service |l 14
Nutritional Service Multi — Site Lead 27
Nutritional Service Satellite Lead 18
Nutritional Service Secondary Lead 23
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13
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15
16
17

Maintenance and Operations Class

Air Conditioning & Heating Mechanic - Worker 29
Air Conditioning & Heating Mechanic - Skilled 33
Automotive & Heavy Equipment Mechanic — Skilled 33
Custodial Trades Foreman 35
Custodian 18
Custodian — Lead 20
Lead Grounds Worker 24
Groundskeeper 20
Grounds/Maintenance Foreman 35
Grounds/Maintenance Heavy Equipment Operator 31
Information Technology Infrastructure Technician 33
Maintenance Carpenter — Skilled 33
Maintenance Electrician — Skilled 33
Maintenance Painter — Skilled 33
Maintenance Roofer — Skilled 33
Maintenance Worker 27
Maintenance Worker — General 29
Maintenance Worker — Skilled 31
Maintenance Worker Fabricator/Welder 33
Maintenance Worker — Locksmith 31
Senior Custodian 22
Senior Custodian - with gymnasium 24
Warehouse Worker 22
Warehouse Worker — Lead 26
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MORONGO UNIFIED SCHOOL DISTRICT

CLASSIFIED SALARY SCHEDULE

2025-26
HOURLY HOURLY
STEP STEP STEP STEP STEP STEP STEP STEP
2 3 4 5 ] 7 ] ]
12 18.64 19.38 20.30 2127 | & 22.3 23.31 24.43 25.59 12
13 18.98 19.86 20.79 277 |8 22.81 23.89 25.05 26.24 13
14 19.41 20.32 21.28 2229 1% 23.40 24.43 25.60 26.83 14
15 19.88 20.82 21.79 2286 (3 23.96 25.05 26.28 27.54 15
16 20.35 21.31 22.34 2340 | % 24.54 25.68 26.92 2841 18
17 20.84 21.86 2289 2397135 25.13 26.29 27.58 28.87 17
18 21.34 22.38 23.44 2454 | 5 25.75 26.94 28.25 29.61 18
13 21.87 22.91 23.99 2514 | 5 26.37 27 .61 28.95 30.34 £
20 22.41 23.49 24.58 2578 |5 27.03 28.34 29.70 31.13 0
21 22.95 24.04 25.20 26.36 |5 27.70 28.97 30.40 31.86 H
22 23.52 24 B2 25.80 2708 % 28.34 20.70 31.15 32.85 22
23 24.05 2521 26.37 2766 | S 28.99 30.37 31.88 33.39 23
24 24.62 25.80 27.08 283535 29.70 31.12 32.63 34.20 24
25 2523 26.38 2787 2809 |5 30.43 31.87 33.44 35.05 25
26 25.82 27.09 28.38 2071 1% .15 32.68 34.24 35.90 26
27 26.41 27.70 29.04 3044 | 5 31.90 33.43 35.07 36.77 i)
28 27.09 28.36 28.71 315 | % 3268 34.20 35.89 a7.83 28
29 271 29.05 3045 31803 3347 35.0v 36.81 38.59 P
10 28.38 29.73 31.18 3270 1% 34.30 35.91 37.68 39.50 10
EN 29.06 30.46 31.93 3349 (3 3512 36.80 38.60 40.48 N
3z 29.77 N 3273 3430 | 8 a5.97 37.67 39.51 41.43 1z
13 30.49 31.98 33.52 3512 | 3 36.85 38.63 40.53 42.50 13
34 31.22 32.73 34.32 3587 |5 ar.v4 39.58 41.51 43.53 14
15 31.99 3353 35857 3684 | 5 38.68 40.52 42.52 44 .58 15
16 32.78 3434 36.43 arvals 39.60 41.51 43.55 4587 16




EXTRA CURRICULAR DUTIES

The following extracurricular duties shall be paid at a rate of $16.50 per hour, per Article L, Section
14.

Ticket Takers/Sales

Scorekeepers at sporting events

Timekeepers at sporting events

Judges at sporting events or other special events

Officials at sporting events (umpires, chains at football games, etc)
Chaperones

Snack Bar workers

Any other duties mutually agreed upon by MUSD and CSEA, Chapter 29
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FLEXIBLE ASSIGNMENT SCHEDULE

Employee’s Name Site

Position

Schedule Effective From: To:

Specific Hours Hours Per Day

Monday =

Tuesday =

Wednesday =

Thursday =

Friday =

Saturday =

Sunday =

Total hours per week

Employee’s Signature Supervisor’s Signature
Rationale:

District Approval CSEA Approval

Date Date
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MORONGO UNIFIED SCHOOL DISTRICT
CLASSIFIED COURSE APPROVAL FORM

Name Position Site

SEND ENTIRE FORM TO HUMAN RESOURCES

Course Title College or University Semester Units Office Use | Only
and year Semester | Quarter | Job Related | Non Related

Objective in taking course:

Employee’s Signature Date Asst Supt, Human Resources

To receive credit for Professional Growth, you must submit official grade card, completion certificate, or similar evidence of course
completion to the Human Resources Office no later than June 30. Any grade cards received after that date will be posted to the
following year’s Professional Growth records.



MORONGO UNIFIED SCHOOL DISTRICT

School Year
PERFORMANCE EVALUATION FOR CLASSIFIED EMPLOYEES

EMPLOYEE: POSITION SITE:

EVALUATOR:
[] Permanent [ | Probationary ([ ] 3 Mo.[ | 6 Mo./115 days or [ | 35 Day [ | 70 Day)

The purpose of this evaluation is to aid the employee and the supervisor in clarifying and
determining the employee’s performance and progress. It has counseling value to both employee
and supervisor, and will be reviewed by the supervisor and employee together.

Rating Scale:

Exceeds job requirements
Meets job requirements
Needs Improvement

2 =2
1}

APPENDIX A MUST BE COMPLETED FOR ANY AREA MARKED “NEEDS IMPROVEMENT” WITH
SPECIFIC RECOMMENDATIONS FOR IMPROVEMENTS AND PROVISIONS FOR ASSISTING THE
EMPLOYEE IN IMPLEMENTING SUCH RECOMMENDATIONS.

PERFORMANCE FACTORS RATING

QUALITY OF

WORK Performs tasks accurately, neatly & thoroughly E M N
O O

Comments: | |

ABILITY TO WORK EFFICIENTLY Performs duties in an efficient manner E M N
O O O

Comments: | |

WORK Carries out duties in an assigned manner. Always completes

HABITS work. Is dependable. Ability to work well with others E M N
O O

Comments: | |

ABILITY TO WORK WITH Does routine duties well with minimum

MINIMUM SUPERVISION supervision. Solves problems and can make
decisions. E M N

O O

Comments: |
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ABILITY TO BE FLEXIBLE Adaptable to new procedures duties & occurrences.

=
] =

E
[

Comments: | |
SAFETY: Applies sound safety practices, and takes responsibility
for reporting hazards. E M N
O O
Comments: |
SKILLS AND USE OF Uses equipment efficiently & effectively.
EQUIPMENT: E M N
O O O
Comments: | |
OVERALL JOB
PERFORMANCE E M N
O O
Written
Comments

Required::

Evaluator’s Signature Title Date

Employee Signature Title Date

A signature on this appraisal does not mean the evaluatee necessarily agrees with the opinions expressed, but
merely indicates he/she has read the analysis and has had an opportunity to discuss its contents. You have
fifteen (15) working days to respond to the evaluation before it is placed in your file. Said response shall be

attached to the evaluation.



MORONGO UNIFIED SCHOOL DISTRICT
PERFORMANCE EVALUATION FOR CLASSIFIED EMPLOYEES

APPENDIX A
This form is to be used for comments when any area is marked as “N — Needs Improvement” on the
Performance Evaluation Form. Specific recommendations for improvement along with

implementation of these recommendations must be listed on this form.

PERFORMANCE AREA:

Comments:

Recommendations For Improvement:

Provisions For Implementation of Recommendations:

Evaluator’s Signature Date of Evaluation

Employee’s Signature Date

Distribution: Original -Personnel File; Copy 1 — site; Copy 2 — evaluatee
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MORONGO UNIFIED SCHOOL DISTRICT
PERFORMANCE EVALUATION FOR CLASSIFIED EMPLOYEES

APPENDIX B
This form is to be used when an employee wishes to respond to a written Performance Evaluation.

An employee shall be given fifteen (15) working days to respond to an evaluation before the
evaluation is placed in his/her file.

Signature of Employee Date

Original to Human Resources, copy 1 to site, copy 2 to evaluatee
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REQUEST FOR HEARING

The undersigned, against whom charges have been filed, pursuant to the Education
Code and the collective bargaining agreement between the Morongo Unified School
District and California School Employees Association, Chapter 29, requests a hearing
of such charges as provided by the Education Code and the collective bargaining
agreement.

Employee’s Signature Date

Employee’s Name (typed or written)

Address

City
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MORONGO UNIFIED SCHOOL DISTRICT
CSEA BARGAINING UNIT

GRIEVANCE FORM - LEVEL |
Submission of Grievance

All portions of this section must be completed by the grievant.

Grievant Name: Work Location:

Job Title: Management Supervisor:

Specific alleged contract violation (cite Article and Section of CSEA/MUSD Agreement):

Statement of Grievance:

Remedy Requested.

Date Signature

Upon completion of this section, grievant shall keep last copy and present original and other copies to management supervisor

Management Supervisor’s Response:

Date Signature

Upon completion of this section, District shall retain original and send copies to grievant and CSEA
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MORONGO UNIFIED SCHOOL DISTRICT
CSEA BARGAINING UNIT

GRIEVANCE FORM - LEVEL 1l
Appeal to Superintendent or Designee

All portions of this section must be completed by the grievant.

Grievant Name: Work Location:

Alleged contract violation and remedy sought are as stated on Level | Grievance Form

Reason for Appeal:

Date Signature

| wish to personally meet with the Superintendent or designee regarding this grievance

Upon completion of this section, grievant shall keep last copy and present original and other copies to Human Resources

Superintendent’s or designee’s Response:

Date Signature

Upon completion of this section, District shall retain original and send copies to grievant and CSEA
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MORONGO UNIFIED SCHOOL DISTRICT
CSEA BARGAINING UNIT

GRIEVANCE FORM - LEVEL Il
Appeal to Board of Education

All portions of this section must be completed by the grievant.

Grievant Name: Work Location:

Job Title: Management Supervisor:

Specific alleged contract violation (cite Article and Section of CSEA/MUSD Agreement):

Statement of Grievance:

Remedy Requested.

| hereby request that this grievance be reviewed by the Board of Education

Date Signature

Upon completion of this section, grievant shall keep last copy and present original and other copies to Human Resources

Board of Education Decision:

Date Signature
Upon completion of this section, District shall retain original and send copies to grievant and CSEA
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MORONGO UNIFIED SCHOOL DISTRICT
CSEA BARGAINING UNIT

GRIEVANCE FORM - LEVEL IV
Request for Arbitration

Grievant Name: Work Location:

Job Title: Management Supervisor:

Copies of Level I, Il and Il Grievance Responses must be attached, if applicable.

Specific alleged contract violation (cite Article and Section of CSEA/MUSD Agreement):

Statement of Grievance:

Remedy Requested.

| hereby request that this grievance be submitted to binding arbitration

Date Grievant Signature

Date Signature designating approval by CSEA, Chapter 29

Upon completion of this section, grievant shall keep last copy and present original and other copies to Human Resources

Arbitrator Response:

Date of Arbitration

Signed copies of the Arbitrator’s decision shall be attached to copies of this form and

returned to CSEA and Grievant, with the originals to be kept by the District.
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MOROMNGO UMIFIED SCHOOL DISTRICT
School Year 2026-2027: with early release
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CATASTROPHIC LEAVE REQUEST

Name Site Date
Please initial each blank as it is completed.

1. Please include detailed description of catastrophic illness or injury. i.e.: what makes
This a catastrophe? Please use reverse side of this form if necessary.

2. Attach doctor verification notes.
3. This absence creates a financial hardship for me.

a) Were you absent ten (10) consecutive days?

b) Number of hours absent related to this catastrophic illness/injury:

c) Dates:
4, Number of my sick hours to be transferred to personal necessity days:
5. Number of sick leave hours requested from another classified employee(s):

a) From whom:

| understand that all of my sick leave is to be exhausted before any donated leave is applied.

Employee Signature

ANNANNANNANNNANNNANNNNNANNNANNNNANNANNNNANNNNANNANNANNNNANNNANNNNNANNNANNNNANNNNANNNANNNNANNN

Office Use Only:

Catastrophic Leave Approved for

Committee: # of days
Date Denied

Donor(s) Names(s) Number of Days
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Date due to supervisor:

Date due to H.R.:

Morongo Unified School District
CSEA Reclassification Questionnaire

Per Article W, Section 4 of the CSEA Chapter 29 contract
A. Reclassification of a position may be warranted:

1. If there is a significant proposed change in the types of duties and/or the level of
responsibility of one or more job areas, where the duties or level of responsibility will be
extended or needed on a continuing basis.

2. If there has been a gradual accretion of duties in a job classification, (meaning a natural
growth in the number and/or scope of duties, not the volume of existing duties)

3. If the job description no longer accurately reflects the current duties of the position.

If you have determined you are eligible under one or more of the above conditions, please complete this form.
This form must be completed and returned to Human Resources between October 1% — December 15,

1. Background Information

Name: Job Classification:

Name of Department/Site: Job Title:

Work #: Extension:

Work Hours: Start Time ~~~ Endtime Total Hours per day Mo. Peryr.
Length of time in current position: Year Months

Total length in district: Years Months

Title of immediate Supervisor:

Name of immediate Supervisor:

Does your current job title accurately describe your position: Yes No

If not what job title do you believe better describes the position? Please give reasons:
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2. Summary and Justification

What is your justification for the reclassification? Please include how long you believe you have been
performing duties outside of your job classification. Please remember that an increase in workload does not
justify a job reclassification.

3. Representative Duties and Responsibilities:

Describe in detail the regular duties and work that you perform describing each duty in a separate numbered
statement. Begin with those duties that you consider to be most important. Describe each duty thoroughly by
stating specifically what you do and how you do it. Identify those duties that you believe are not included in
your job description. Please specify how frequently each is performed. D = Daily, W = Weekly (at least
once), M = Monthly (at least once), Y = (at least once or twice)

Representative Duties and Responsibilities: How often Performed InJD,Y or N

4. Overlapping Duties
— 8 6 —



Are duties you perform found in any other job description? If so, please indicate which job description:

5. Other Factors

If you wish to present additional information about your job, use this space; additional sheets may be attached
if needed:

6. Outcome

What outcome/solution would you like to see from this reclassification?

7. Do you wish to request an interview with the committee?

YES No

If you want a group interview, please list the individuals involved:

I HAVE READ THE INSTRUCTIONS AND TO THE BEST OF MY KNOWLEDGE, I BELIEVE THE
INFORMATION PRESENTED HERE IS ACCURATE AND COMPLETE.

Signature Date

Make a copy of your completed questionnaire to keep for your records. Forward your signed and completed
questionnaire to Human Resources no later than December 15™.
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